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ABSENTEEISM 


10-1 
Gluyas, J. Oliver. } 
You can improve their attendance. Supervisory management, vol. 17, no. 9, September 


1972, pp. 35-36. i ‘ 
Suggests some ways in which a manager can control absenteeism. ondense 
from Modern Office Procedures, March 1972, 





APPLICATIONS FOR POSITIONS 
10- 5 1e135 .V86h 
Vogel, Erwin. 


How to write your job-getting resumé and covering letters. Brooklyn, N.Y., Copy-Write 
Creations, 1971. 22 pp. 





CHANGE, ORGANIZATIONAL 





10- 3 
Auerbach, Isaac L. 
Remodel the pyramid before it crumbles. Innovation, no. 29, March 1972, pp. 22-29. 


Auerbach, head of Auerbach Associates, explains why his firm switched "from a 
hierarchically structured, straight-line organization to a matrix style, market- 
oriented group," and how he handled the personnel and operations problems which arose 
during the change. 


10- 4 
Davis, Keith. 
The management of change: a rogue's gallery. Supervisory management, vol. 17, no. 8, 
August 1972, pp. 25-26. 
Describes various organizational types who manage to hinder rather than aid the in- 
plementation of needed changes. 


10- 5 
Ferguson, Charles. 
Coping with organizational change. Innovation, no. 29, March 1972, pp. 36-43. 
Psychologist Charles Ferguson presents 10 case studies of typical "people problems" 
that organizational development techniques can help solve. 


10- 6 Id72.9 .K960 
Kuriloff, Arthur H. 
Organizational development for survival. New York, American Management Association, 


1972. 275 pp. 
Consists of four sections covering the average manager's people-oriented and 
people-influencing structural tasks and summarizing pertinent principles and theory 
for practical use by an operating manager. The author firmly believes that "organiza- 
tional development provides the tools for converting what have too often been endlessly 


unproductive activities of coping with human problems to productive activities that 
integrate the strengths of people." 


10- 7 
Margulies, Newton. 
The myth and magic in OD; powerful and neglected forces. Business horizons, vol. 15, 
no. 4, August 1972, pp. 77-82. 
Author contends that organizational development is more of a magical process between 
consultant and a client than a science or an art. He sees the OD consultant as a spiritual 


healer working in ways not unlike those used in psychotherapy. The article is intended 
to be "less a criticism than ... another point of view." 










































CIVIL SERVICE 


10- 8 Icl165 .G13£ 
; Gazier, Francois. 
La fonction publique dans le monde. Paris, Editions Cujas, 1972. 246 pp. 
(Bibliotheque de l'Institut International d'Administration Publique 1) 

An ambitious effort at comparing,in an organized manner, the public service systems 
of the world--their structure, problems, and relationships. Problems considered are 
recruitment, selection, development, classification, rights and obligations,and pay. 
Political, social, and economic relationshipsare also explored. 


10- 9 Ref. JS342 .M92m 
Municipal yearbook, 1972; the authoritative resume of urban data and developments. 
Washington, International City Management Association, 1972. 369 pp. 

Section E, "Public manpower," contains data on salaries of public officials (municipal, 
Federal, county, Council of Governments directors, police and fire chiefs, school prin- 
cipals), on employment in cities over 50,000, on public safety employment in cities over 
10,000 and on selection of municipal officials. 

Not available on interlibrary loan. 


10- 10 

Ostar, Allan W, 
State colleges and universities: a stake in our urban future. Nation's cities, vol. 10, 
no. 8, August 1972, pp. 22-24. 

Describes several state college and university degree programs which have developed in 
response to the growing demand for personnel trained in various areas of city and state 
planning. Since a common characteristics of these programs is an internship in state 
and local agencies, general guidelines are presented for the organization of an intern- 
ship program. 


10- 11 
Special report: the young professionals. Public management, vol. 54, no. 8, August 
1972, entire issue. 

Entire issue devoted to the official report and accompanying statements of the Task 
Force of Young Professionals in Municipal Management of the International City Manage- 
ment Association. 

Contents: The young professional in municipal administration: 1972, by Eric A. 
Anderson and John F. Fischback; Report of the ICMA task force on young professionals 
in municipal administration; A young professional views his peers, by Steven C. Carter; 
Assistant's. associations: supplement to ICMA? by David Leininger; ICMA: can it meet 
the needs of the young professional? by Sharon Hobart; Educating tomorrow's municipal 
professionals, by Lloyd V. Harrell, Jr.; and Placing the young ‘professional, by Dave 
Dolter. 


10- 12 1c204 .Un35g 
U. S, Civil Service Commission. 
Guidelines for reevaluation of employment requirements and practices pursuant to 
Emergency Employment Act. Prepared by Bureau of Intergovernmental Personnel 
Programs, Office of Program Management. Washington, U.S. Govt. Print. Off., 1972. 
20 pp. 

The purpose of this document "is to provide applicants for, and recipients of, 
grants under the Emergency Employment Act of 1971 with practical guidance in the 
planning and conduct of the reviews of their job descriptions, skill requirements and 
related personnel system practices, including civil service requirements and practices, 
and in the identification and elimination of artificial barriers to employment and 
occupational advancement of disadvantaged, as required by that act." 








CIVIL SERVICE, FEDERAL 





10- 


Dunham, Donald A. 


10- 


13 1e543.9 .D92s } 


1 
( 


A study of environmental factors influencing perceived career progression of civil 
service employees. Springfield, Va., National Technical Information Service, 1971. | 
170 pp. (AD- 733-377) 

"The measurement of career progression perceptions consisted of measuring employee 
perceptions of the content of five key factors in their jobs. These factors are: 
achievement, recognition, job interest, responsibility, and advancement. Two hundred 
and twenty Civil Service employees answered questionnaires furnishing the above measure- 
ments as well as ratings of their feelings of job security, career aspirations and 
expectations, and the importance of the motivators with respect to their career pro- 
gression. This data was analyzed to identify significant differences between employees 
grouped according to various characteristics and to identify significant relationships 
between several characteristics and overall perceptions of career progression and the 
importance weights for the motivators." Participants in the study were personnel in 
grades GS-9-15 in the Air Force Logistics Command. 

Master's thesis, Air Force Institute of Technology, 1971. 


14 PR 1c26.9 .H45p 


Hershey, Cary S. 


10- 15 


Protest in the public service. Ann Arbor, Mich., University Microfilms, 1972. 
245 pp. 

Research study of a sample of Federal workers employed by domestic human service- 
oriented agencies who had participated in Federal protest group activities during the 
1967-70 period. It was found "that the prime goal of protest is to establish the 
right of Federal employees to speak out on social and political issues and, to a 
lesser extent, to make suggestions regarding the more effective operation of Federal 
programs. Hence, Federal protest activities are neither conceived nor represent a 
radical attack on existing governmental policies, institutions, or authority, 

Doctoral dissertation, New York University, 1971. Abstracted in Dissertation 
Abstracts International, vol. 32, no. 10, April 1972, p. 5877A. 

Not available on interlibrary loan. 








Tal11.15 .L96s 


Lukowski, Susan and Margaret Piton. 


Strategy and tactics for getting a government job, Washington, Potomac Books, 

1972. 222 pp. 
A guidebook for getting a Federal job, based on the personal experiences of the 

authors. They emphasize "getting complete, accurate and up-to-date information in 

order to insure preferences and efficiency." Topics covered include resumes, .the 

register system, testing, veterans preference, Congressional jobs, summer jobs and 

internships, and overseas employment. 


10- 16 
Miller, John T., Jr. 


10 
A 


CLE for the government lawyer: the proposed Federal Administrative Justice Center. 
Administrative law review, vol. 24, no. 3, Summer 1972, pp. 355-362. 

Author recommends passage of S. 597 which would establish a Federal Administrative 
Center to provide and encourage continuing education for Federal attorneys. He ex- 
plains why the current efforts of the U. S. Civil Service Commission are insufficient. 

Reprinted from ALI-ABA CLE Review, vol. 3, no. 2, January 14, 1972; and vol. 3, 
no. 3, January 21, 1972. 

be ay 
time for rededication. Civil service journal, vol. 13, no. 1, July-September 1972, 
pp. 13-16. 

Text of address of U.S. Civil Service Commission Chairman Robert E. Hampton 
following his receipt of the Stockberger Award. The speech deals with the need to 
maintain merit principles as the foundation of a public service personnel system. 

Congratulatory letter to Chairman Hampton from President Nixon is reproduced. 











































CIVIL SERVICE, FOREIGN 
10- 18 Ic166 Box 

| Great Britain- Civil Service Commission. 

Annual report, 1971. London, H.M. Stat. Off., 1972. 48 pp. 

| This 105th report covering 1971 discusses the reorganization of the civil service 

in the light of the Fulton Committee's recommendations and provides statistics on 

civil service personnel. 





10- 19 Icl66 .G79A4a 
Great Britain. Civil Service Commission. 
Appointments in administration...; graduate recruitment of administration trainees 
in the Home Civil Service, H.M. inspectors of taxes, grades 8 and 7 of the 
Diplomatic Service, assistant principals in the Northern Ireland civil service, House 
of Commons clerks. London, 1972. 50 pp. (A/72) 
Contains the regulations governing graduate recruitment and selection and 
describes the work, pay, prospects and eligibility data. 
10- 20 Icl66 .G79A4sh 
Great Britain. Civil Service National Whitley Council. 
The shape of the Post-Fulton civil service; report by the Joint Committee of.... 
London, H.M. Stat. Off., 1972. 30 pp. 
"We ...- have planned this Report on the basis of three broad subject headings: 
(1) Structure: this covers not only grading structures ... but also the patterns of 
movement envisaged within and between the structures; (2) Personnel policy: this deals 
with the policies and attitudes to personnel management which are needed to produce both 
efficiency of. operation and staff satisfaction; training is an essential element in this; 
(3) Recruitment and conditions of service: this deals with the environment in which the 
civil servant works--his recruitment, status, conditions of employment, and pension, 
as well as the physical conditions of his work." 


10- 21 Ic166 .G79A4c 
Great Britain. Department of Employment and Productivity. 
Choice of careers.... Prepared by ... and Central Office of Information. London, 


H.M, Stat. Off., 1969. 
Booklets in this series describe the main features and practices of a profession, 


S industry, craft or service. 
Library has: The Civil Service: Junior posts; The Civil Service: General 
scientific and technical posts. 


COMMUNICATION TECHNIQUES 
10- 22 
Hess, Howard. 
i Rx for better communication. Supervisory management, vol. 17, no. 8, August 1972, 
pp. 27-29. 
A psychiatrist at Western Electric discusses what he considers to be the three major 
{ problem areas of company-related communication--communicating emotions, relating lines 
of communication to the formal organization structure, and communicating to employees 
through company publications. 
: Condensed from WE(Western Electric Company), January 1972. 


10- 23 Ie552 .M13i 
' McCroskey, James C., Carl E. Larson and Mark L. Knapp. 
An introduction to interpersonal communication. Englewood Cliffs, N.J., Prentice- 
Hall, 1971. 246 pp. 
k Sections on principal outcomes of interpersonal communication, limiting variables, 
and the social contexts »f interpersonal communication. Chapter 10 considers inter- 
personal communication on the job. 











COMMUNICATION TECHNIQUES (Cont'd) : 
10- 24 e ! 
Orel, Harold. ! 
Writing techniques. Internal auditor, vol. 29, no. 5, September-October 1972, 

pp. 31-39. 

After emphasizing the need for good written communication techniques, the author 
discusses three common writing problems: "fudging the facts by not being precise 
enough; using too many words to say something simple; and writing so loosely that 
basic sense becomes obscure." 








10- 25 
Propp, Kenneth A. 
A communications challenge: promoting and recognizing creativity. Personnel 
journal, vol. 51, no. 8, August 1972, pp. 596-598. 
Sketches the Creativity Accomplishment Program administered by the Laboratory 
Communications Department of IBM's Systems Development Division. Focuses on the 
graphics used to promote the program and the annual recognition dinner. 


CONSULTANTS 


10- 26 
Lippitt, Gordon L. 
Criteria for selecting, evaluating and developing consultants. Training and develop- 
ment journal, vol. 26, no. 8, August 1972, pp. 12-17. , 
The manager should keep certain characteristics in mind when selecting a consultant. I 
The author of this article discusses what he feels are the pertinent things to look for. 


COUNSELING 


10- 27 Ie152 .An2c 
Anderson, Alvin F. 
The challenge to black counseling in a black college; developmental counseling with 
Negrophile. New York, Vantage, 1971. 67 pp. 
Selected chapters: Developmental counseling with Negrophile; Ability, intelligence and 
racial groups. 


CREATIVE THINKING 





10- 28 

Bouchard, Thomas J., Jr. 
Training, motivation, and personality as determinants of the effectiveness of brain- 
storming groups and individuals. Journal of applied psychology, vol. 56, no. 4, August 
1972, pp. 324-331. | 

“One experiment compared the effect of training, motivation, and group competition 

on the performance of brainstorming groups. Another compared the effect of motivation 
and training on the performance of real and nominal brainstorming groups. ... When all 
previous studies are taken into consideration, the forced participation procedure used 

in this study resulted in a level of real group performance that was nearly identical } 

to the performance of nominal groups. These results contradict previous brainstorming 

studies that used an unstructured procedure." 








DECISION-MAKING 


10- 29 
Alexander, Milton J. 
' Managerial information channels: a systems model, ABCA journal of business communica- 
tion, vol. 9, no. 4, Summer 1972, pp. 5-11. 

Relates the executive decision-making process to a model of a dynamic information 
system. Identifies the manager's sources of information (inputs) as formal reports, 
ad hoc reports, visual perception, verbal communications, and exogenous information. 
The manager's mind functions as the processor in the system; his intelligence, ex- 
perience, education, and personality are the controllers. Managerial decisions are 
the output of the system. 





10- 30 

Cassell, Frank H. 
The politics of public-private management. MSU business topics, vol. 20, no. 3, 
Summer 1972, pp. 7-18. 

The growing inter-relationship of the Federal government and private enterprise 
causes the author to question the existence of a "pure business problem" and examine 
the possible implications this relationship has in regard to the managerial decision- 
making process and the decision-making education provided by business schools. Suggests 
possible evolution of a "generic school of management" where problem-solving techniques 
are studied in relationship to the needs of specific institutions of both the public 
and private sectors. 


10- 9 

Duncan, Robert B. 
Characteristics of organizational environments and perceived environmental uncer- 
tainty. Administrative science quarterly, vol. 17, no. 3, September 1972, 
pp. 313-327. 

"Twenty-two decision groups in three manufacturing and three research and development 
organizations are studied to identify the the characteristics of the environment that 
contribute to decision unit members experiencing uncertainty in decision making. 

"Two dimensions of the environment are identified. The simple-complex dimension is 
defined as the number of factors taken into consideration in decision making. The 
static-dynamic dimension is viewed as the degree to which these factors in the decision 
unit's environment remain basically the same over time or are in a continual process of 
change. Results indicate that individuals in decision units with dynamic-complex en- 
vironments experience the greatest amount of uncertainty in decision making. The data 
also indicate that the static-dynamic dimension of the environment is a more important 
contributor to uncertainty than the simple-complex dimension." 


and 


10- 32 1d24 .H78i 
} Horowitz, Ira. 


oa to quantitative business analysis. 2d ed. New York McGraw-Hill, 1972. 
pp. 


od | (10-33 
McManus, Charles B. 
1g Massachusetts Mutual's decision tank. Management review, vol. 61, no. 8, August 1972, 
{ pp. 15-21. 
Technology employed in Massachusetts Mutual Life Insurance Company's management con- 
municationscenter includes dual-image screens for comparative display of decision- 

making information. Explains why the company believes this technique provides for more 
effective decision-making than that provided by traditional paper reports. Reviews the 
rules which the company has established for using the communicationscenter, and discusses 
how presentations are designed and what costs are involved. 
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ISION-MAKING (Cont'd) 











10- 


34 1d24 .M36d } 



































10- 


Hamilton, Gloria S. and J. David Roessner. 


1 
Marvin, Philip R. Py 
Developing decisions for action. Homewood, 111., Dow Jones-Irwin, 1971. 216 pp. 
Analyzes decision-making--what it is, why it is important, who makes good decisions 
and why, and techniques for improving it. Written in a direct, conversational style for 
the executive. 
DISADVANTAGED 
10- 35 
Badhwar, Inderjit. 
OEO's plan helps employes rise to professional grades. Federal times, vol. 8, no. 25, | 
August 30, 1972, p. 4. 
Describes the four components of the upward mobility program at the Office of Economic 
Opportunity. Reviews success several employees have had within the divisions of the 
program-!'crossover," "low income," "public service," and "work study." 
10- 36 


Douglass, Jack. 


Disadvantaged employee development program of the University of California, San Diego. 
Training and development journal, vol. 26, no. 8, August 1972, pp. 34-36. 

The Disadvantaged Employee Development Program (DEDP) of the University of California, 
San Diego, has two purposes: training the disadvantaged for entry level jobs at U.C. 
and moving the disadvantaged into career positions. This is a report on the first 
year's efforts. 


37 


How employers screen disadvantaged job applicants. Monthly labor review, vol. 95, 

no. 9, September 1972, pp. 14-21. | 
Hiring practices of employers participating in the Work Incentive Program are 

examined in terms of employer size and type (public or private) and employee occupa- 

tion. Survey of employers identifies those factors which qualify or disqualify an 

applicant for a position. Suggests that "data presented here call into question the 

relationship between employers' hiring standards and ability of Work Incentive graduates 

to perform the actual tasks the jobs they seek involve." Article is part of larger study 

entitled Employment Contexts and Disadvantaged Workers. 





10- 38 S/1 
Himsl, R. 


Life skills in manpower training. Canadian vocational journal, vol. 6, no. 4, ' 
Winter 1972, pp.2-5. 

Author suggests that the failure of many disadvantaged people in vocational or 
technical skills improvement programs is due to lack of personal problem-solving 
or coping skills, i.e., "life skills."' He advocates incorporating life skills 
training into the typical program for technical skills improvement. i 


10- 39 s/c | 
Holloway, Sally and Robert G. Holloway. 


Work-study career mobility program. Hospitals, vol. 46, no. 16, August 16, 1972, 
pp. 73-76. 

Describes the in-service education programs at the University of Chicago Hospitals 
and Clinics. The career mobility linked courses are leading to better utilization of 
entry level personnel who are drawn largely from the surrounding black ghetto. 





DISADVANTAGED (Cont'd) 





10- 40 1e152.9 .M71li 
Mobilization for Youth, Inc. 

Industrial guidelines for undertaking a hardcore employment program; an analytic case 

study of the experience of an urban industrial organization. New York, 1971? 
for | 103 pp. 

Intensive case study analysis, primarily qualitative, of the hardcore trainee 
hiring program of a medium-sized retail furniture department store. It is felt 
features of the training program might have relevance for operation of a great 
many companies not large enough to’have big training departments. 

Performed by Experimental Manpower Laboratory of ... in conjunction with 
American Management Association. 

Prepared under contract with U. S. Manpower Administration. 


——E 


> 


10- 41 Ie152 .O0a4t 1969 
mic Oak Ridge Associated Universities. 
Technical training for the disadvantaged; proceedings of a workshop, June 4-5, 1969, Oak 
Ridge, Tennessee; final report. Oak Ridge, Tenn., 1969. 39 pp. (PB- 199-769) 
"The Oak Ridge conference on technical training for the disadvantaged had two 
primary objectives: (a) to present the Training and Technology Project at the U.S. 
Atomic Energy Commission's Oak Ridge, Tennessee, Y-12 plant as a model from which 
potential MA-5 contractors might gain insight both into formulating and MA-5 proposal 
and managing the contract once granted; and (b) to promote the development of MA-5 con- 
tracts with industrial concerns. In a series of conference workshops, Union Carbide 
officials and project staff discussed problems encountered in training the disadvantaged 
Ma in industrial and technical jobs." 
10- 42 Ie152.9 .R15e 
Rand Corporation, 
Enhancing opportunities in job markets; summary of research and recommendations for 
policy; a report prepared by Office of Economic Opportunity, by Anthony H. Pascal. 
Santa Monica, Calif., 1971. 56 pp. (R-580-O0E0) 
"This Report has two objectives: (1) a description of the policy and program recom- 
mendations suggested by research findings, and (2) the presentation of a synthesis of 
Rand research findings applicable.... 
"Research findings are presented on suchtopics as manpower program evaluation, 
2s | youth employment opportunity, labor market impediments facing disadvantaged workers, 
idy effects of national policy on the poor, and race differences in income. Policy impli- 
| cations are organized into general anti-poverty programs, youth programs, and programs 
for further research." 


10- 43 1e428.9 .Sk3w 
' Skill Upgrading, Inc. 
The worker three months after high intensity training, by Richard P. Nadeau. 
} Baltimore, 1969. [Reprinted by] National Technical Information Service, Springfield, 
Va., 1972. 139 pp. (PB-201-158) 
"A study of the long range effects of high intensity training was conducted in 
\ 13 different programs in eight companies in Baltimore, A total of 99 HIT trainees 
were interviewed three months after completing the training." Findings, at that time, 


5 showed gmp loyees earning higher salaries and working at higher skill levels. There also 
appeared to be a positive effect on the trainees' lives outside of work. 














DISADVANTAGED (Cont'd) 


10- 44 ; 

Small, Sylvia S. } 
Statistical effect of work-training programs on the unemployment rate. Monthly 
labor review, vol. 95, no. 9, September 1972, pp. 7-13. 

"This article analyzes the statistical effects of average monthly enrollment in 
manpower programs on labor force, employment, and unemployment data in 1971. Labor 
force status of enrollees in programs is compared with their status in the labor 
force at the time they entered the programs, and the results are applied to the 
official monthly measure of labor force activity. The principal finding is that the 
unemployment rate might have been 6.2 percent in 1971 rather than 5.9 percent had 
these programs not been operative." Most of the major manpower programs are work- 
training programs and are designed to improve the skills of the disadvantaged. Chart 
shows type of training offered, objectives, methods, eligibility requirements, and 
benefits of the major Federal work-training programs. 





10- 45 Te152.9 .Sy8f 
Systems Development Corporation, 
Final report on an examination of Job Opportunities in the Business Sector (JOBS) 
Program. Falls Church, Va., 1970. [Reprinted by] National Technical Information 
Service, Springfield, Va., 1972. 39 pp. (PB-204-240) 

"Evaluation is made of a manpower program which promotes the hiring, training, and 
retraining of disadvantaged job applicants within the private business sector of the 
United States economy. Investigations were carried out in ten SMSAs and provided 
insights into the attitudes and reactions of those reached by the program." 


10- 46 1e428.9 .T77p 
Trumble, Robert R. 

Prediction models for institutional training programs under the Manpower Development 

and Training Act. Springfield, Va., National Technical Information Service, 1971. 

197 pp. (PB- 200-453) 

"Eight models for manpower utilization programs were developed that can indicate 
variables which differentiate successful MDTA trainees from unsuccessful, and that 
Suggest program modifications in selection, placement, or services.” 

Doctoral dissertation, University of Minnesota, 1971. 


10- 47 1e428.9 .Un580 

U.S. General Accounting Office. 
Opportunities for improving training results and efficiency at the East Bay Skills 
Center, Oakland, California under the Manpower Development and Training Act; Department 
of Labor; Department of Health, Education and Welfare; report to the Congress by the 
Comptroller General of the United States. Washington, 1971. 73 pp. (B146879 ) 


10- 48 1e152.9 .Un58p 
U.S. General Accounting Office. 


Problems in accomplishing objectives of the Work Incentive Program (WIN); Department 
of Labor, Department of Health, Education, and Welfare; report to the Congress by the 
Comptroller General of the United States. 55 pp. (B-164031(3)) 


10- 49 Te428 .Un665w 
U.S. Manpower Administration. 

WIN for a change, through the Work Incentive Program. Washington, U. S. Govt. Print. 
Off., 1970. 25 pp. t 
Outlines aims and procedures of the WIN program and follows a WIN participant through 
her job plan. 
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DISCIPLINE 


10- 50 

Anthony, William P. and Philip Anthony. 
More discipline, less disciplinary action. Supervisory management, vol. 17, no. 9, 
September 1972, pp. 18-22. 

The authors define discipline as "a state of self-regulation that results from a 
high level of commitment and motivation within a work group." They discuss the ways 
positive discipline based on a supportive philosophy differs from disciplinary action 
and suggest: ways for the supervisor to foster employee commitment. 


10- 51 
Anthony, William P. and Philip Anthony. 
A positive, supportive approach to discipline. Supervision, vol. 34, no. 8, 
August 1972, pp. 10-12. 
Defines discipline, points out the values of an effective disciplinary climate 
to the employee and the employer, and explains responsibilities of line managers and 
personnel staff in developing such a climate. The characteristics of effective discip- 
linary action and the steps for implementing effective discipline are discussed. 


EQUAL OPPORTUNITY IN EMPLOYMENT 


10- 52 S/I 
Coles, Flournoy A., Jr. 
The role of black managers in society. Review of black political economy, vol. 1, 
no. 1, Spring-Summer 1970, pp. 91-92. 

Summarizes major conclusions reached by academic and business representatives at 
conference on "The role of black managers in society" sponsored by Fisk and Vanderbilt 
universities. Enumerates aspects of corporate environment believed to hinder acceptance 
and advancement of black management, and lists recommendations of conferees for improv- 
ing the management environment and educational opportunities. 


10- 53 
Holsendolph, Ernest. 
Black executives in a nearly all-white world. Fortune, vol. 86, no. 3, September 
1972, pp. 140-144, 146, 151. 
Black executives explain why they are often dissatisfied with corporate management 
positions. Includes biographical sketch of Clarence C. Finley, the black man who holds 
the top operating job with a major U.S. firm. 


10- 54 

Kator, Irving. 
Third generation equal employment opportunity. Civil service journal, vol. 13, no. 1, 
July-September 1972, pp.1-5. 

Traces the development of equal employment opportunity in the Federal service through 
three generations, from a passive program to one of strong affirmative action, totally 
integrated into personnel management, with enforcement provisions, and supported by 
statute. Outlines coverage of the Equal Employment Opportunity Act of 1972 and reviews 
action plans. 





10-55 1e152.9 .M63r 
Milner, Murray. 
Race ,education, and jobs; trends, 1960-70; paper presented at Eastern Sociological 
Society Meeting, New York City, April 1971. Bethesda, Md., LEASCO Information 
Products, Inc., 1971. 16 pp. 

"This research report explored the extent to which occupational differences be- 
tween whites and blacks are due to education (and other universalistic criteria) 
versus the extent to which they are due to outright racial discrimination in hiring 
and promotion proctices. ... Findings suggested two policy implications: (1) Attempts 
to increase educational attainment should be focused at the college level, and (2) 
Direct enforcement of anti-discrimination should be focused on middle status jobs 
which are normally filled with high school graduates." 








EQUAL OPPORTUNITY IN EMPLOYMENT (Cont'd) 





10- 
Nason, Robert W. 


10- 


56 


] 
I 


The dilemma of black mobility in management: discrimination still a problem. 
Business horizons, vole 15, no. 4, August 1972, pp. 57-68. 

Examines those conditions existing in corporations and society that serve to prevent 
the Negro or other minority group member from advancing in business management. Explains 
why business should concern itself with eliminating these conditions and how to go about 
it. 


57 Tech. Rpts. 


O'Kane, James M. 


10- 


Ethnic minorities and dominant elites in American life. Bethesda, Md., Leasco 
Information Products, 1971. 19 pp. (ED-058-601) 

"Historically, the ethnic minorities in American life have utilized 3 major routes 
of upward social mobility. These are unskilled labor, ethnic crime and ethnic 
politics." These modes of mobility “created situations whereby each group 'made it' 
into the dominant society on its terms rather than on the terms of the dominant elites. 
This analysis seeks to explore these observations in relation to contemporary ethnic 
minorities, particularly blacks and Puerto Ricans. The impact of racial factors is 
minimized and considered secondary to the dominant impact of class factors. The plight 
of contemporary ethnic minorities is thus seen in ethnic and class terms, rather than 
in racial terms." 

Paper presented to American Sociological Association Annual Meeting, Denver, 
Colorado, August 1971. 


58 Ie152 .P43e 


Personnel Research and Development Corporation. 


10- «9 
Petrillo, Joseph E, 


Equal employment opportunity; an interpretive guide. Washington, American Petroleum 
Institute, 1972. 62 pp. 

Covers history of equal employment opportunity, interprets significant orders 
and guidelines, and explains the enforcement functions of the Office of 
Federal Contract Compliance, the Equal Employment Opportunity Commission, and the 
Departments of Labor and Justice. Chapter 5 provides background and discusses the 
issues decided by the Supreme Court in Griggs vs. Duke Power Company. 





Tech. Rpts. 


Are your employment practices legal? Washington, American Association of Junior 
Colleges, 1971. 4 pp. (ED-054- 768) 

"Until recently, because of the shortage of instructors, junior colleges set few 
employment restrictions. Standard qualifications were mastery of subject matter, ability 
to communicate it, interest in students, and understanding of the college philosophy. 
This paper questions whether the procedure is non-discriminatory, whether the require- 
ments beyond state credentialing relate directly to job performance. It discusses the 


possible impact on teacher certification and employment of Griggs vs. Duke Power 
Company." 


10- 





60 
Rhine, Shirley H. 


The economic status of black Americans. Conference Board record, vol. 9, no. 8, 
August 1972, pp. 27-36. 

Comparisons of Negro and white family incomes, poverty rates, labor force participa- 
tion, unemployment rates, occupations, and educational levels indicate substantial 
differentials still remain between the two racial groups, but significant advances have 
been made in reducing the gap during the last five or six years. 













































EQUAL OPPORTUNITY IN EMPLOYMENT (Cont'd) 


10- 61 S/C 
Ross, David F. 
Public employment and the new segregation in the South. Growth and change, vol. 2, 
no. 1, January 1971, pp. 29-33. 





. On the basis of the limited data available on state and local government employment 
aes by race in the South, the author suggests and discusses three propositions: "(1) that 
ut pressure from above usually produces token integration; (2) that pressure from below 


usually produces not so much integration as a new kind of segregation; and (3) that 
real integration is rare and usually best explained as a special case." 


10- 62 PR 1e152.5 .Sh8e 
Short, Larry E. 
Equal employment opportunity in the United States Federal government. Ann Arbor, Mich., 
University Microfilms, 1972. 249 pp. 

Purposes of study were to determine if equal employment opportunity in the Federal 
government could be achieved through affirmative action programs, and if these pro- 
grams are fully supported by the Federal government and its officials. Major find- 
ings from 366 replies were that respondents “believe that the Federal government is 

7 committed to the program of equal employment opportunity" and that "accomplishments 
have been made in carrying out the program.... Concomitantly, the findings suggest that 
perceptions of a strong Federa] commitment may influence government officials' personal 


support of, and satisfaction with, the program of equal employment opportunity."' The 
researcher also studied factors and characteristics which influenced these officials' 
attitudes. 


Doctoral dissertation, University of Colorado, 1972. Abstracted in Dissertation 
Abstracts International, vol. 32, no. 12, June 1972, p. 6614A. 
Not available on interlibrary loan. 








10- 63 1e152.9 .Un472p 1971 
U.S. Equal Employment Opportunity . Commission. 
Promise versus performance; the status of equal employment opportunity in the nation's 
gas and electric utilities. Washington, 1972. 167 pp. 

Report based on testimony of 14 companies in the utilities field. "The overwhelm- 
ing weight of evidence drawn from the hearings suggests that inequality of opportunity 
within the utilities continues unrelieved and the hopes and aspirtations of thousands 
of minority and female employeescontinue to be dashed upon the rocks of corporate 
indifference." 


EXECUTIVES 


10- 64 
Berkwitt, George J. 

Corporate wives: the third party. Dun's, vol. 100, no. 2, August 1972, pp. 60-62. 

Growing involvement of wives in career decisions of executives is largely attributed 

to the fact that many wives now have their own careers, but even those wives who do not 
work are exerting a greater influence over their husbands' career decisions. Suggests 
implication of this for corporations is that they must involve the executive wife 
in the career decision-making process. 

Additional comments pertaining to this article, "Where the wives are" (p.3), relate 
some of the author's findings regarding characteristics of executive wives. 


10- 65 
Helfrich, Margaret L. and Barbara J. Tootle. 
The executive's wife: a factor in promotion. Business horizons, vol. 15, no. 4, 
August 1972, pp. 89-95. 

Study of background characteristics (education, work experience, and family 
characteristics) of executives' wives indicates variations among wives of different 
levels of executives. Analysis of study data "reveals that corporations look for 
wives who are adaptable to new environments, are good hostesses, and will participate 

in civic and social affairs." 








EXECUTIVES (Cont'd) 


10- 66 | 
elnich, Donald L. and Warren B. Brown. , | 
Successor type and organizational change in the corporate enterprise. Administrative 

science quarterly, vol. 17, no. 3, September 1972, pp. 371-381. 

Authors examine the hypothesis that "gorporate organizations experiencing inside 
succession in the office of the president exhibit less organizational change than 
firms undergoing outside succession." Results from a study of 208 chemical and allied 
product firms support the hypothesis and also indicate that inside presidential succession 
is more often associated with large firms. 

10- 67 

Herman, Jeanne B. and Charles L. Hulin. 
Studying organizational attitudes from individual and organizational frames of 
reference. Organizational behavior and human performance, vol. 8, no. 1, August 1972, 
pp. 84-108. 

Attitude data collected from 307 managerial personnel is analyzed according to 
organizational structure variables and the individual characteristics of age, tenure, 
and number of years of education. The study's purpose was to test the relationship 
between these variables and characteristics with respect to attitudes about and toward 
the work situation. "The results indicate the possibility that organizational para- 
meters may be the connecting link between organizational attitudes and behaviors." 





10- 68 

Moore, Michael L. 
Learning times: a key factor in managerial personnel decisions. Human resource 
management, vol. 11, no. 2, Summer 1972, pp. 35-40. 

The frequency of promotions or transfers after training and development programs 
depends "to some extent on the average learning time for the manager's new job, and the 
company's feeling about a 'break-even' or 'pay-back' period when the employee works 
to 'pay back' the organization for providing him with the job learning opportunity." 
Results of study show average perceived managerial learning time as 1.63 years and 
the most frequent tenure in a managerial position as three to to five years. | 
Discusses implications of these findings for personnel policy-making. 


10- 69 

O'Meara, J. Roger. 
Executive suites in suburbia. Conference Board record, vol. 9, no. 8, August 1972, 
pp. 6-16. 

Discusses why New York City executives have decided to move or not to move their 
firms to the suburbs, and, for those whose firms have moved, reports their satisfaction 
or dissatisfaction. The full report of this Conference Board study will be published 
under the title Corporate Moves to the Surburbs: Problems and Opportunities. 








10- 70 

Perham, John C, | 
The geography of executive jobs. Dun's, vol. 100, no. 2, August 1972, pp. 42-45. 

Executive recruiting firms report employment opportunities for executives have 

improved in all parts of the country. Mentions employment fields for which executives 
are most sought after in various localities, but points out that there is 
still little demand for engineers. Accompanying article, "They don't like Canada," 
discusses reasons given for growing dissatisfaction of U.S. executives working in 
Canada,(pp. 45, 86). 


10-71 : 

Picking the best for the board. Nation's business, vol. 60, no. 8, August 1972, pp. 60-61. 
A survey of executives by Nation's Business shows no Consensus of opinion regarding 

the advantages of outside over inside company directors. Quotes various executives 

on why they prefer inside directors, outside directors, or a balance of both. 





EXECUTIVES (Cont'd) 
10- 72 
Powell, Reed M. and K. Tim Hostiuck. 

The business executive's role in politics. Business horizons, vol. 15, no. 4, 

August 1972, pp. 49-56. 

Data gathered from a survey of 347 middle-level executives indicates that organiza- 
tional peers and superiors have the greatest influence on an executive's decision to 
be politically active. Explains that corporate policymakers must consider these in- 

on fluences in designing policies to encourage political participation of executives. 
Examines some of the reasons an executive should or should nor participate. 





EXECUTIVES--ABILITIES AND CHARACTERISTICS 





10- 73 1d33  . B64w 
Boren, James H. 
When in doubt, mumble; a bureaucrat's handbook. New York, Van Nostrand Reinhold, 
: 1972. 172 pp. 
i ",.. Dr. Boren presents a timely and trenchant satire on the bureaucratic machinations 
that take place in the various governmental, educational, and business arenas throughout 
the nation. 
",..- Boren delivers a scathing attack on the evils of bureaucracy; its waste of 
human resources, its costly excesses and delays, its inordinate paper work, and its 
rewarding of incompetence." 


10- 74 
Brinkerhoff, Merlin B. 

Hierarchical status, contingencies, and the administrative staff conference. Adminis- 

trative science quarterly, vol. 17, no. 3, September 1972, pp. 395-407. 

Investigates the effect which a manager's hierarchical status and degree of ex- 

i posure to organizational contingencies (changes, crises, disruptions, instabilities, 
uncertainties, or emergencies) have on the amount of time the manager spends in staff 
conferences. Participants were 680 managers from a large industrial and engineering 
organization. Findings indicate that higher level managers utilize staff conferences 
' more frequently than first-line supervisors, but contingency exposure was not found 
to be significantly related to staff conference utilization. 


10- 75 

Cummins, A. B. 

Entering the age of lawbook management. Management review, vol. 61, no. 8, August 
:. = 1972, pp. 22-27. 

Increasing legal complexity of management decisions points out need for legally 
trained managers and suggests possible recognition of a firm's legal department as a 
key line department. Discusses enforcement of the Occupational Safety and Health Act 
as an example of an area which demands legal knowledge on the part of managers. 


BE 10- 76 Id33  .H36g 
Heller, Robert. 
f The great executive dream; the first myth of management is that it exists. New York, 
Delacorte, 1972. 294 pp. 
An exposé of management follies in the business world including the "motivation 
experts, the computer-crazed crowd and the consultant curers." Mr. Heller also pro- 
vides remedies and ways to avoid ineffective practices. 


10- 77 
6 ; How to know a comptroller from a personnel manager: a concise guide to basic executive 
Ol. i characteristics. Management review, vol. 61, no. 8, August 1972, pp. 28-29. 
3 f Characteristics which distinguish various corporate executives, according to this 


tongue-in-cheek chart, include what he wears, eats, believes, hopes, knows, wants, 
and will settle for. 














EXECUTIVES--ABILITIES AND CHARACTERISTICS (Cont'd) 





10- 78 1d33 .M36ma j 
Marvin, Philip R. 
Man in motion; a winning game plan for executives. Homewood, 111., Dow Jones-Irwin, 
1972. 219 pp. 


Marvin's point of view is that everyone has a career, whether he is aware of it 
or not; in other words "an ineffectual career is still a career." For a successful 
one, he suggests constant planning, goal-setting and movement, and offers guidelines 
for doing these effectively. 


10- 79 ! 
Michaelson, Ronald D, 
An analysis of the chief executive: how the governor uses his time. State government, 
vol. 45, no. 3, Summer 1972, pp. 153-160. 
An analysis of the activities of the Governor of Illinois, Richard B. Ogilvie, 
during the month of June 1971, a time of heightened legislative activity. Although, 
Michaelson asserts that the number of independent variables prohibit generalizing this 
study to describe the executive function in the 50 states, he makes some proposals 
that would enable any governor to allocate his time more profitably and to perform the 
executive function more effectively. 


10- 8U Ie124 .R6le 
Rodman, Irwin L. 
The executive jungle. Los Angeles, Nash, 1972. 332 pp. ' 


The author, an industrial psychologist, identifies and analyzes the various types 
of problem executives and tells the reader how to handle them in either a supervisory 
or supervised capacity. He also suggests ways to apply these insights to achieve 
personal success as an executive. 


EXECUTIVES--PAY 
10- 81 
Meyer, Mitchell. 
In business with the Pay Board. Conference Board record, vol. 9, no. 8, August 1972, 
pp. 17-20. 

Conference Board survey reveals executives' opinions of Pay Board operations and the 
effects these operations have had on business compensation practices. The economy, rather 
than the Pay Board, was held responsible for reductions in executive bonus pay, but 23 
of 88 survey respondents indicated that Pay Board regulations reduced the number of 
executives participating in stock option and bonus distributions in their firms. 


10- 82 
Williams, Roger. 
How to pay executives. Management today (Gt. Brit.), August 1972, pp. 68-71, 114, 118. : 
Mentions several reasons for dissatisfaction of general managers with their pay 
systems, but suggests a major factor may be "the apparent inability of many organiza- 
tions to make up their minds clearly as to precisely what they are paying their employees 
for." Suggests that "real openness" between management and employee is the first step f 
toward elimination of dissatisfaction with pay systems, and this will come about when 
management admits that employee pay is determined by "what the boss thinks you are 
worth and can afford to pay."' The second step is allowing the employee complete freedom 
in selecting the forms (company-offered fringe benefits) of his compensation. 
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EXECUTIVES--RESPONSIBILITLES 
10- 83 
Braun, Marvin E. 
Social priorities and executive myopia. Personnel journal, vol. 51, no. 8, August 
1972, pp. 599-602. 

Executives can no longer afford to ignore social change but must consider and 
confront such problem areas as minority rights, public safety, deceitful advertising and 
packaging, and ecology. Recommendations are included. 


10- 34 

Curcuru, Edmond H. and James H. Healey. 
The multiple roles of the manager. Business horizons, vol. 15, no. 4, August 1972, 
pp. 15-24, 

Examines the various roles of the manager--specialist, supervisor, leader, team member, 

boss's helper, representative, organization politician, corporate citizen, and head of 
a family--and explains the responsibilities of each role. Emphasizes the need for con- 
tinual reassessment of responsibilities and points out the danger of avoiding roles which 
are necessary but perhaps uninteresting or unpleasant. 


10- 85 
Pedersen, Al. 
Understanding computers: if you were company president. Supervisory management, 
vol. 17, no. 8, August 1972, pp. 2-10. 
Briefly explains how computers and peripheral devices operate. Elaborates on how a 
company top executive decides if his firm needs a computer and, if so, how he de- 
termines the type of equipment required by his firm. 


EXECUTIVES- - SELECTION 





10- g¢ 
Traits that will take you to the top. Nation's business,vol. 60, no. 9, September 1972, 
pp. 70-71. 
What individual top company officers look for in selecting successors or candidates 
for major promotion, as revealed through a Nation's Business survey. 





EXECUTIVES--TRAINING 





10- 87 

Connellan, Thomas K. 
Management development as a capital investment. Human resource management, vol. 11, 
no. 2, Summer 1972, pp. 2-14. 

Author suggests that expenditures for management development should be viewed as an 
investment rather than an expense. Examines the similarities between capital investments 
in human assets and non-human assets. Discusses methods of evaluating return on invest- 
ment in human resources. 


10-88 
Dornan, J. M. 
Individual Development process. Training and development journal, vol. 26, no. 8, 
August 1972, pp. 28-29. 
The Individual Development (ID) plan can help managers become more effective in 
the technical and leadership areas of their jobs. The purpose, elements of, and 
implementation procedure for an ID plan are briefly presented. 


10- 89 
Management's new learning environments. Administrative management, vol. 33, no. 8, 
August 1972, pp. 14-15. 

Discusses the attributes of various executive training environments--from the 
mountain retreat to the executive's living room. 





EXECUTIVES--TRAINING (Cont'd) 





10- 





90 





Small business goes to Harvard. Business week, no. 2244, September 2, 1972, pp. 42-45. 


Describes new program at Harvard Business School for the owners and managers of 


small firms. Explains how the program is organized, and how effective the participants 
believe the program to be. 


FRINGE BENEFITS 





10- 
Har 


10- 


91 s/1 
t, William S. and Walter J. Primeaux, Jr. 
Fringe benefits and the small firm. Mississippi's business, vol. 30, no. 4, 
February 1972, entire issue. 
Small firms often overlook fringe benefit programs routinely provided by larger 
companies and government. The authors explain why this is a mistake and suggest some 
benefits the smaller firm can afford to offer. 


92 


Kraus, David. 


10- 


Employee stock purchase plans. Business horizons, vol. 15, no. 4, August 1972, 
pp. 25-34. 

Reviews those specific factors which should be analyzed in determining the relative 
merits of a stock-purchase plan and a savings-thrift plan as an addition to the employee 
benefit package. Discusses the economic implications of employee stock purchase plans 
for fast-growing firms and for firms experiencing slower growth rates. 


93 


Lindsey, Fred D. 


10- 


Those whopping extra benefits for employees. Nation's business, vol. 60, no. 8, 
August 1972, pp. 58-59. 

Summarizes findings of the 1971 employee benefits survey from the Chamber of 
Commerce of the United States. Charts show total weekly expenditure per employee 
for benefits by type of industry and weekly cost of benefits per employee by type 
of benefit. 


94 1e592 .N42s 1972 


New York (State). Legislative Commission on Expenditure Review. 


State supplied housing for employees. Albany, 1972. 40 pp. (Program audit 2.1.72) 

Survey of housing provided by nine New York State agencies, covering quality, revenues, 
and administration. Also includes data on Federal, New York City and private employee 
housing. 


GROUP, RELATIONS 


10- 95 


1d72.9 .F49e 


Fine, B, D. 


The effects of work group structure on social psychological aspects of the human 
organization._ Ann Arbor, University of Michigan, Department of Psychology, 1969. 
/Reprinted by/ Leasco Information Products, Bethesda, Md., 1972. 57 pp. 

(ED- 049-406) 

"To investigate the effects of work group structure on measures of organizational 
behavior, questionnaire data from employees in a department characterized by complex, 
unstable work group structure and variable supervisory reporting relationships were 
compared with data from similar employees in two departments characterized by stable 
work group structure and constant supervisory reporting relationships. The latter 
reported lower levels of peer leadership, higher levels of intervening variables 
pertaining to the organization as a whole, and greater satisfaction with the company. 
There were no differences between those in stable and those in unstable structure on 
reported levels of supervisory leadership, general working conditions, intervening 
variables pertaining to the work group, and mental health. The findings are interpreted 
as indicating that work group structure can be more costly to the organization than the 
lack of stable work group structure." 

Submitted in completion of predoctoral supervised research requirement. 
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HANDICAPPED 
10 96 
Allan, Kathryn H. and Mildred E. Cinsky. 
General characteristics of the disabled population. Social security bulletin, 
vol. 35, no. 8, August 1972, pp. 24-37. 

Presents data derived from the 1966 Social Security Survey of Disabled Adults on 
demographic, family, medical and work characteristics of the disabled. Includes 
section on short-term disability. 


10- 97 S/1 
Davis, Kathy. 
Concerted Federal efforts to help handicapped workers through vocational rehabilitation. 
Canadian vocational journal, vol. 6, no. 4, Winter 1972, pp. 20-22. 

Describes role of Canada's workshop program in aiding vocational rehabilitation of 
the mentally and physically handicapped, and points out the benefits of the program to 
the individual and to Canadian economy. Explains the specific objectives of training 
under the Canada Manpower Training Program authorized by the Vocational Rehabilitation 
of Disabled Persons Act. 


10- 98 Ie361 .D63p 
District of Columbia. Department of Vocational Rehabilitation. 
Promoting civil service employment of the deaf; final report, by William Manning and 
Eunice Stansbury. Washington, 1969. /Reprinted by/ Leasco Information Products, 
Bethesda, Md., 1972. 49 pp. (Ed-052- 307) 
"The purpose of this project was to investigate some of the difficulties the deaf 
have in obtaining employment, and to implement techniques to overcome some of these 
barriers, particularly in /Federal/ Civil Service. 


10-99 1e361 .0Oh3j 1971 
Ohia. State Library. 
Job placement of the blind. Prepared by Information Resources/Services Division. 
Columbus, 1971. 4 pp. (Selected publications list no. 39) 


HEALTH, EMPLOYEE 

10- 100 

Meiselas, Harold and Leon Brill. 
Drug abuse in industry--issues and comments. Industrial medicine and surgery, vol. 41, 
no. 8, August 1972, pp. 10-14. 

Briefly reviews the historical trends in the treatment of drug addicts and abusers 
and summarizes several recent surveys which indicate that drug abuse is now recognized 
as a major problem in business and industry. The response of industry to the drug 
problem is described generally along with the role of employment in the rehabilitation 
programs of drug treatment organizations. Suggestions for future action in regard to 
employment of former drug addicts include modification of discriminatory attitudes 
in the public sector and the provision of career ladders by civil service. 


10- 101 
Sokn, David. 
Drug addiction: it can happen here. Supervisory management, vol. 17, no. 9, September 
1972, pp. 2-9. 
Dr. Sohn discusses drug addiction, its detection and treatment. He suggests some 
Pepe that a supervisor can undertake if he discovers that one of his employees is 
an addict. 








HEALTH MANPOWER 





oe Iel61.2 .M46u 
Medical and Health Research Association of New York City, Inc. 
Upgrading nurse's aides to LPNS through a work-study program. New York,1970, 
[Reprinted by | National .Technical Informtion Service, Springfield, Va., 1972. 50 pp. 
(PB- 199-441) 
"The purpose of the project was to demonstrate the feasibility of upgrading Nurse's 
Aides to Licensed Practical Nurses through a part-time work, part-time training (work- 
study) program, linking by a major urban hospital system with an MDTA training program, 
under union sponsorship. The project provided remediation classes, high school equiva- 
lency classes, training allowances, and counseling. 
At head of title: Toward a career ladder in nursing. 


10- 103 

Muhlenkamp, A. F. and Jean L. Parsons. 
Characteristics of nurses: an overview of recent research published in a nursing re- 
search periodical. Journal of vocational behavior, vol. 2, no. 3, July 1972, 
pp. 261-273. 

Forty-eight research studies published from 1960-1970 in Nursing Research were 
reviewed and their findings integrated into this one paper. The articles reported 
studies of personality characteristics, performance, career choice, and values and 
interests of nurses. . 





HOURS OF WORK 


10-104 1e488 .B63f 
Bolton, J. Harvey. 
Flexible working hours. Wembley, Eng., Anbar, 1971. 55 pp. 
Reviews the experience a German company, Messerschmidt-Bélkow-Blohm GmbH, has had with 
a flexible working hours program, and describes several variations of this type of pro- 
gram used by other German employers. Includes chapters on. methods used to record 
working time and methods of implementing a flexible working hours program. 
The advantages and disadvantages of flexible hours to employees and management 
are briefly discussed. 





10- 105 
Helin, E. B. 
Hospitals: over 40 or 8 and 80? Personnel journal, vol. 51, no. 8, August 1972, 
pp. 565-570. 
A look at the requirements of the 1966 Fair Labor Standards Amendments as they 
apply to hours of work in hospitals. 


10- 106 

Langholz, Bernd. 
Variable working hours in Germany. Journal of systems management, vol. 23, no. 8, 
August 1972, pp. 30-33. 

Describes the various forms of variable working hour programs used by German 
employers and explains the different methods used to control working time. Companies 
using a VWH program point out that primary advantages are reduced paid overtime and 
absences, lower turnover, and earlier personnel recruitment. 


10- 107 1e488 .N46d 
New Jersey. Department of Civil Service. 
Decision re grievance of certain employees in the Department of Transportation concerning 


their hours of work. Trenton, 1971. 3 pp. 








































HOURS OF WORK (Cont'd) 


10- 108 
Rosenthat, Edmond M. 
Are workers up to the four-day workweek? Supervisory management, vol. 17, no. 9, 
September 1972, pp. 13-17. 
Fatigue, moonlighting, commuting, and absenteeism are discussed in the context 
of the four-day workweek. 





10- 109 i 

Whether it's “barbaric” or "a winner," the four-day, forty-hour work week is attracting 
growing interest among state agencies. California journal, vol. 3, no. 1, January 
1972, pp. 18-19. 


Describes results of experimental implementations of the "4/40" work week in 
several California state agencies. 


HUMAN RELATIONS 


10- 110 1e608.9 .Un35i 1972 
U.S. Civil Service Commission. 
Improving employee performance. Prepared by The Library. Washington, U.S. Govt. 
Print. Off., 1972. 95 pp. (Personnel bibliography series no. 45) 

Covers individual-organizational relationships, organizational change, morale and 
job satisfaction, attitude surveys, motivation and productivity, job enlargement, 
creativity and incentive awards. 

Available from U.S. Government Printing Office, $1.00. 





INCENTIVE AWARDS 





th 10-111 
Bailey, Paul. 
An in-house seminar outline. NASS journal (National Association of Suggestion Systems), 
vol. 28, Summer 1972, pp. 25-27. 
Outlines points to cover during in-house workshop on employee suggestion system. 


10-112 
Foos, Charles H,. 
Problems in the administration of suggestion systems in AMerica. NASS journal 
(National Association of Suggestion Systems), vol. 28, Summer 1972, pp. 9-11. 
In address before the annual conference of the Deutsches Institut Fur Betriebswirt- 
schaft, Charles H. Foos discusses the major problems experienced by American suggestion 
system administrators as determined by a survey of 200 administrators. 


10- 113 
Frahm, Dolores. 
People; an unused resource. NASS journal (National Association of Suggestion Systems), 
vol. 28, Summer 1972, pp. 18-20. 
Discusses how to plan, promote and encourage participation in a suggestion 
program so that it is an effective tool for developing the full potential of employees. 


10-114 
Hart, Robert N. 
"$4.36 for every dollar spent"; phooey ... it's more than that! NASS journal 
6d (National Association of Suggestion Systems), vol. 28, Summer 1972, pp. 22-23. 
Author explains why he thinks the reported rates of return on investments in 
ing | employee suggestion systems are not representative of "the present value of such pro- 


grams, nor ... their potential value...."' Points out methods of expanding the sug- 
gestion system and possibly stimulating increased participation. 







































INCENTIVE AWARDS (Cont'd) 


10-115 

Marshall, Robert H. 
Do you detect the hidden messages in suggestions? NASS journal (National Association 
of Suggestion Systems), vol. 28, Summer 1972, pp. 16-17. 

Suggests that "an astute administrator or evaluator often can spot potential problems 
by reading between the lines of seemingly straightforward suggestions...."" Examines 
several case studies to show how hidden messages can be detected, but emphasizes that 
the information gained in this manner must never be revealed to the suggester or their 
supervisors. 





INDUSTRIAL RELATIONS 


10-116 

Howells, J. M. and Peter Brosnan. 
The ability to predict workers' preferences: a research exercise. Human relations, 
(Gt. Brit.), vol. 25, no. 3, July 1972, pp. 265-281. 

"This study ... tested the ability of union officers, foremen, supervisors and 
managers to predict workers' preferences in the woollen and worsted milling industry" 
/in New Zealand/. The workers were asked to evaluate seven alternative benefits, 
valued at $200 for the coming year,and indicate the ways they would choose to distri- 
bute the amount. Their supervisors were also asked to predict the workers' preferences. 
The results of the research have implications for New Zealand's system of industrial 
relations as well as for what they tell about the effectiveness of the ordinary channels 
of communication as there was a failure by a large proportion of the officers, fore- 
men, supervisors and managers to make correct predictions. 





INSURANCE, HEALTH 





10- 117 
Ruther, Martin. 
Health insurance for the aged: persons insured, mid-1966 to mid 1970. Social security 
bulletin, vol. 35, no. 9, September 1972, pp. 12-19. 
Presents 1966-1970 statistics on enrollment of the aged in the hospital insurance 
and supplementary medical insurance parts of th Medicare program. Analyzes data by age, 
race, sex, and state of residence. 


INTERGOVERNMENTAL RELATIONS 





10-118 S/C 
Alloway, James A, 
New Jersey's plan for 1972 (IPA). New Jersey municipalities, February 1972, pp. 25-26. 
New Jersey Civil Service Commission President outlines state-wide approach developed 
for implementation of Intergovernmental Personnel Act. Describes functions and goals 
of new IPA unit, and includes its organization chart. 


10- 119 

Pritchard, Allen E,, Jr. 
The evolving world of the intergovernmental negotiator. Nation's cities, vol. 10, 
no. 8, August 1972, pp. 9-12. 

National League of Cities Executive Vice President Allen E. Pritchard discusses some 
of the changes occurring in the area of public administration, particularly the develop- 
ment of Federal-state-city and Federal-city relationships. Emphasizes that the future 
public administrator will be an intergovernmental specialist who understands "that 
intergovernmental 'relations' are in fact intergovernmental ‘negotiations' in which the 


ere are negotiating in dead earnest for power, money, and problem solving responsi- 
ility." 
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INTERGOVERNMENTAL RELATIONS (Cont'd) 





10-120 
U. S. Civil Service Commission. 


Tell.5 .Un35gd 


Guide to personnel assistance for state and local governments; institutions of higher 


education. Prepared by Bureau of Intergovernmental Personnel Programs, Office of ' 

Technical Assistance. Washington, U. S. Govt. Print. Off., 1972. 66 pp. (BIPP 152-9 
This guide "describes the basic forms of assistance available from Federal sources, 

lists the various programs concerned with personnel training and improvements, and 

suggests ways of using this assistance to improve the personnel management and training . 

capabilities of the governmental units which are responsible for the delivery of services. 
Available from U. S. Government Printing Office $.75. 


10- 121 
Profughi, Victor L. and Oliver L. Thompson, Jr. 


Rhode Island State Internship Program: a link between the public and state government. 
State government, vol. 45, no. 3, Summer 1972, pp. 187-191. 
History and characteristics of the Rhode Island State Internship Program. 


10-122 1e427 .Uric 


Urban Corps National Service Center. 


College students in local government; the Urban Corps approach. Washington, n.d. 
Leaflet. 

Describes the broad-based college student internship program established by 60 U.S. 
cities. 


INTERVIEWING 

10-123 Tech. Rpts. 

Minnesota. University. Industrial Relations Center. 
Checklists for describing job applicants,by Milton D. Hakel and Marvin D. Dunnette. 
Bethesda, Md., Leasco Information Products, 1970. 126 pp. (ED-059-405) 

"Historically, interviewers have been unable to reach high agreement on applicant 

potential even when they interview the same applicant. However, it has been recently 
demonstrated that interviewers can do a good job of gathering relevant data and pre- 
dicting applicant success. This document is a report on research conducted to learn 
what factors affect accuracy of predictions based on interview data and how the 
accuracy may be increased. ... These checklists have been developed for jobs such as 
(1) management trainee, (2) general management, (3) engineering, (4) secretarial (5) 
clerk typist and (6) general selling." 


10-124 Ie361 .Un665i 
U.S. Manpower Administration. 

Interviewing guides for specific disabilities; hearing impairments. Washington, U.S. 

Govt. Print. Off., 1971. 17 pp. 

Provides methods for interviewing the deaf person, suggests factors to consider in 
evaluating his work capacity and placing him in a job. 













































JOB_ANALYSIS 
10-125 1e638 .IL6a 
Illinois. University. Training Research Laboratory. 
Approaches to the prediction of job success; II. The factorial inventory, by Louis L. 
McQuitty, K. Patricia Cross, and Charles Wrigley. Urbana, 1954. /Reprinted by/ 
National Technical Information Service, 1971. 71 pp. (AD- 727-733) ' 
"When tests are prepared for the prediction of job success, knowledge is needed of 
the various aspects of job proficiency. The present study attempted to find some of 
these aspects. An inventory was prepared of items considered by factor-analysis to 
be effective measures of individual differences in behavior. Selected items were 
checked for meaningfulness to aircraft mechanics and for power of discriminating be- 
tween mechanics. A revised inventory was administered to a sample of 383 supervisors 
of airplane and engine mechanics, who were required to describe a mechanic in terms 
of the inventory. A square root factor analysis was made of the results. The relation 
was also found of each item to the supervisors' overall rating of the mechanic whom 
they had described." 
Prepared under contract with U.S. Department of the Air Force. 


10- 126 

McCormick, Ernest J., Paul R. Jeanneret and Robert C. Mecham. 
A study of job characteristics and job dimensions as based on the position analysis 
questionnaire (PAQ). Journal of applied psychology, vol. 56, no. 4, August 1972, 
pp. 347-368. 

"The first phase of this study consisted of a factor analysis of data on 'worker- 
oriented' job elements for 536 jobs, as based on data from the Position Analysis 
Questionnaire (PAQ), a structured job-analysis questionnaire. This analysis resulted 
in the identification of reasonably meaningful job dimensions of human behaviors. The 
second phase was carried out to test the hypothesis that communality across jobs based 
on similar behaviors should have implications in terms of common aptitude requirements 
and corresponding rates of pay." 


JOB EVALUATION 





10- 127 Ie32 .R93r 
Ruttenberg, Stanley H., and Associates, Inc. 
The real facts; long awaited. Washington, International Association of Fire Fighters, 


1971. 79 pp. 

Cover sub-title: A critical analysis of recent proposals concerning job evaluation 
and manpower needs in the fire service. 

Also includes data on the administration of firemen pay systems. 


JOB SATISFACTION 


10- 128 
Iris, Benjamin and Gerald V. Barrett. 
Some relations between job and life satisfaction and job importance. Journal of 
applied psychology, vol. 56, no. 4, August 1972, pp. 301-304. 
"Relations of job satisfaction, job importance, and life satisfaction measures were 
examined in two samples of foremen differing in their level of job satisfaction." i 


10- 129 

Landy, Frank J. 
A procedure for occupational clustering. Occupational behavior and human performance 
vol. 8, no. 1, August 1972, pp. 109-117. 

",.. Attempts to provide a strategy, with both applied and basic concerns, for cluster- 
ing occupations on the basis of the job-related perceptions of individuals falling into 
various occupational categories." Subjects were 1346 employees of 46 organizations, 
classified by occupation and kind of organization. Findings suggest that the clustering 
of occupations on the basis of job perceptions rather than on the basis of role demands 
or job descriptions may be an initial step toward "examining the area of job meaning as 

related to job satisfaction and work motivation." 
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JOB SATISFACTION (Cont'd) 











10- 130 


McKenna, Ken. 


If creeping boredom is your work problem... Today's health, vol. 50, no. 8, August 
1972, pp. 45, 69-70. 

Psychologists, scientists, and personnel management experts comment on the factors 
causing an employee to become bored with his work. Possible remedies such as manage- 
ment by objectives and job enrichment are suggested. Preceding the article is a quiz 
enabling the employee to determine the extent of boredom with his job (pp. 41-44) 


10- 131 

Mitchell, Terence R. and Donald W. Albright. 
Expectancy theory predictions of the satisfaction, effort, performance, and retention 
of naval aviation officers. Organizational behavior and human performance, vol. 8, 
no. 1, August 1972, pp. 1-20. 

Research involving two squadrons of naval aviation officers indicates that 
expectancy theory concepts are very useful in predicting job satisfaction and retention. 
Less support was generated for prediction of performance and effort. ("Expectancy 
theory suggests that an individual's behavior can be predicted from the degree to 
which the behavior is instrumental for the attainment of outcomes multiplied by the 
evaluation of these outcomes.") 


10- 132 1e543.9 .St2a 
Standing, Thomas E, 
An application of information theory to individual worker differences in satisfaction 
with work itself. Springfield, Va., National Technical Information Service, 1971. 
148 pp. (PB-202-893) 
"The job of Steel Mill Inspector was analyzed in terms of the sequential constraints 


existing among the job's operations. ... As predicted, satisfaction with the work itself 


was an inverted U-shaped function of cognitive complexity. In addition, cognitive com- 
plexity was significantly related to satisfaction with four other aspects of work- 
supervision, promotions, amount of feedback and amount of say in how the work is done. 
The investigation supports the notion that worker differences are important in under- 
standing the reactions of workers to job characteristics and to changes in those charac- 
teristics which might result from job enlargement and other programs." 
Doctoral dissertation, Bowling Green State University, 1971. 


10- 133 le161 -Un455r 
U.S. Department of the Air Force. 
Reported job interest and perceived utilization of talents and training by airmen 
in 97 career ladders, by R. Bruce Gould. Lackland Air Force Base, Texas, Air 
Force Systems Command, Air Force Human Resources Laboratory, Personnel Research 
Division, 1972. 10 pp. (AFHRL- TR- 72-7) 

"The purpose of this study was to investigate the extent of differences in 
reported job satisfaction of over 100,000 airmen in 97 career ladders. The 
differences between career ladders and between individuals within career ladders 
were evaluated. Two seven-point scales measuring incumbents' job interest and 
feelings of how well their jobs make use of their talents and training have 
been included in inventories administered under the USAF Occupational Survey 
Program. Analyses of the responses indicated that while most airmen found their 
jobs interesting and felt well utilized, there were some extreme differences 
between career ladders and among individuals within ladders." 


10- 134 1e543.9 .W24s 
Werner, Dennis A. and Stephen J. Warner. 
Skill level as a factor in the relationship between worker satisfaction and worker 
performance. Bethesda, Md., Leasco Information Products, 1972. 8 pp. (ED-051-518) 
"It was hypothesized that the relationship between satisfaction and performance 
would be significantly different for a group of skilled workers than for a group of un- 
skilled workers." Study did not uphold the original hypothesis. "The authors 
offer a reformulation of their original hypothesis based on an operant behavior model." 
Paper presented at the Southern Society for Philosophy and Psychology, Athens, 
Georgia, April 8-10, 1971. 


25 











LABOR-MANAGEMENT RELATIONS (PUBLIC SERVICE) 
10- 135 Ie623  .Am3co 
American Federation of Government Employees. 
Collective bargaining; manual. Washington, n.d. 1 v. 

Discusses aspects of effective collective bargaining and explains means available 
to local unions for settling disputes and deadlocks. f 





— les 





10- 136 1e623  .Am3L 1970 
American Federation of Government Employees. 
Leadership training; manual. Washington, 1970? 73 pp. 
Manual of procedure for those providing representation in grievance cases and 
administering negotiated agreements. 


10- 137 le621 .B46s 
Bers, Melvin K. 
The status of managerial, supervisory and confidential employees in government employ- 
ment relations; report sponsored by the New York State Public Employment Relations Board. 
Albany, New York State Public Employment Relations Board, 1970. 190 pp. 
Special analysis of the status of management employees in public employment rela- 
tions with comparative data on private industry, the Federal government, and selected 
states. 


10- 138 , Ie621 .Cl2ca no. 13 | 
California. University. Institute of Industrial Relations. 
A report and commentary on unit determination, by Harold S. Rosen and Edward Reith; 
State employer-employee relations, by Marion Ross; Collective-bargaining in American 
government; Compulsory arbitration in Vallejo. Berkeley, 1972. 49 pp. (California ' 
public employee relations no. 13) 


10- 139 

Cameron, George D., III. 
The council approach to collective bargaining: A report on 3 real world precedents. 
Human resource management, vol. 11, no. 2, Summer 1972, pp. 27-34. 

Author considers three models that he finds instructive in ‘the search for a 

positive approach to labor-management relations, i.e., Whitley Councils, the program 
for Federal employees embodied in E.O. 10988, and the academic senate. He examines j 
the strengths and weaknesses of the "employee council," or"joint conciliation board," 
as an alternative to strikes and traditional collective bargaining and suggests that 
the technique could be developed into a labor-management relations program for public, 
and ultimately private, employees. 


10- 140 Ie621 ~H31co 
Hawaii. University. Industrial Relations Center. 
Collective bargaining in the public sector; unit determination for firemen, by Joyce M. 
Najita and John B. Ferguson. Honolulu, 1971. 20 pp. 

Based on an examination of selected state and city practices, concludes that: 
"Although various states have taken different approaches when determining whether fire- 
fighting jobs were to be included in or excluded from the bargaining unit, 'duties and 
authority' rather than 'community of interest' is indicated as the controlling or over- 
riding factor in the unit determinations for firemen examined here," j 


10- 141 le621 .H31co t 

Hawaii. University. Industrial Relations Center. i 
Collective bargaining with government employees; the New Zealand experience, by | 
Noel S. Woods. Honolulu, 1971. 15 pp. 

In this paper, presented before a seminar on "The changing collective bargaining 
scene," the former New Zealand Secretary of Labour discusses the "fair wage" concept } 
with which the government has attempted to preserve reasonably peaceful relationships : 
between itself and employee organizations. 
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LABOR-MANAGEMENT RELATIONS (PUBLIC SERVICE) (Cont'd) 
10- 142 1e621.9 .Im9w 
Imundo, Louis V., Jr. 

Why government employees join unions; a study of AFGE Local 916. Ann Arbor, Mich., 

University Microfilms, 1971. 266 pp. 
] Examines why workers in the private sector join unions,discusses government labor- 
management relations and the role of the Civil Service Commission. Responses of a ran- 
dom sample of 312 AFGE local 916 members were evaluated to determine if their reasons 
t for joining the union differed from those of workers in the private sector and if re- 
sponses of blue-collar members differed from those of white-collar members. 

Doctoral dissertation, University of Oklahoma, 1971. 

Library also has paper based on the dissertation. 








10- 143 Ie621 .L69L 
Liston, Robert A, 
The limits of defiance; strikes, rights, and government. New York, Franklin Watts, 
Ince, 1971. 150 pp. 
Examines the causes and seriousness of strikes by government employees and 
proffers some tentative solutions. Liston stresses the necessity of understanding 
i the civil service system in order to analyze the causes and complexity of strikes 
and provides case studies. Chairman Robert E, Hampton, U. S, Civil Service Com- 
mission, is quoted and the present situation in the Federal sector analyzed in 
: detail. 
10- 144 1e621.9 .Un35L 1972 
U. S. Civil Service Commission. 
Labor-management relations in the public service. Prepared by The Library. Wash- 
' ington, U. S. Govt. Print. Off., 1972. 74 pp. (Personnel bibliography series no. 44) 
Includes sections on grievances and appeals, strikes in the public service, and 
employee participation in management. 
Available from U. S. Government Printing Office, $.70. 


| § LEADERSHIP 

f 10- 145 

Crowe, Bruce J., Stephen Bochner and Alfred W. Clark. 
The effects of subordinates' behaviour on managerial style. Human relations’(Gt. Brit.), 
vol. 25, no. 3, July 1972, pp. 215-237. 

Findings of this study support the hypothesis that managerial style accommodates to 
subordinate behavior. In the investigation this occurred even though it meant using a 
less preferred style. Both democratic and autocratic managers behaved democratically 
with democratic subordinates and autocratically with autocratic subordinates. 


10- 146 
} Latona, Joseph C. 
Leadership styles and productivity: a review and comparative analysis. Training 
i and development journal, vol. 26, no. 8, August 1972, pp. 2-10. 

Reports on a leadership study conducted in nine metropolitan offices of a state 
organization in Ohio. The research was designed to explore the relationship of various 
leadership styles to behavior and, in turn, the relationship of behavior to the output 
of the offices. Participants were office managers, supervisors and subordinates. 

Findings suggest that the most democratic style produces the greatest commitment and 
motivation and seems to result in higher productivity rates. Related leadership studies 
are described in some detail. 
10-147 
Scontrino, M. Peter. 
The effects of fulfilling and violating group member's expectations about leadership 
style. Organizational behavior and human performance, vol. 8, no. 1, August 1972, 
pp. 118-138. 
Reports results of study designed to determine the effect of "the failure to use par- 
ticipative methods of decision making ... on employees who have been led to believe 
that participation will be used+ «+» 
"Participative leadership resulted in attitudes that were more positive and less 
variable than the attitudes resulting from authoritarian leadership regardless of whether 
expectations were fulfilled or violated." 
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MANAGEMENT 
10- 148 
Fulmer, Robert M. 
Profiles of the future; the management of tomorrow. Business horizons, vol. 15, no. 4 
August 1972, pp. 5-13. 

Speculates on the look of management practices in the future. Changes ' 
discussed include use of plural top executives, centralization of decision-making, radical 
redesign of organizational structure, elimination of middle-management positions, 
adoption of standard accounting procedures for the public service activities of corpora- 
tions, and the increase in amount of manager's time spent on educational activities. 

Table at end of article shows probability of attaining each prediction by 1985 and by 
2000. 
10- 149 1d182 .J620 
Johnson, Richard A., William T. Newell and Roger C. Vergin. 
Operations management; a systems concept. New York, Houghton Mifflin, 1972. 546 pp. 


> 


10- 150 
Kleber, Thomas P. 
The six hardest areas to manage by objectives. Personnel journal, vol. 51, no. 8, 
August 1972, pp. 571-575. / 
Public relations, the controller function, education, engineering and research, 
non-profit volunteer organizations, and government agencies. are the six areas 
hardest to manage by objectives. Kleber tells why and offers a few basic rules for 
using MBO, 


10- 15] Id22 .M13u 
McConkey, Dale D. i 
Updating the management process. New York, American Management Association, 1971. 181 pp. 

A guide to modernizing eleven areas of the management structure most often susceptible 
to obsolescence. Ineffective practices and policies not consonant with good management 
and executive success are identified and correct practices suggested. Includes chapters 
on delegation, planning, line and staff, evaluating, developing and compensating managers, 
communication, dealing with unions, etc. 


MEDICAL CARE 


10- 152 

Phillips, Donald A. 
Alcoholism and productivity. Civil service journal, vol. 13, no. 1, July-September 
1972, pp. 25-27. 

Background information on efforts to deal with alcoholism on the job, summary data 
on costs of alcoholism from General Accounting Office study, and responsibilities and 
program of the U.S, Civil Service Commission under the comprehensive Alcohol Abuse 
and Alcoholism Prevention, Treatment and Rehabilitation Act of 1970. 


MORALE 


10-153 
Sirota, David and Alan D. Wolfson. | 

Adequate grievance channels: overcoming the negative effects of work measurement on 

employee morale. Human resources management, vol. 11, no. 2, Summer 1972, pp. 22-26. 

A study of the implementation of a work measurement program indicates that the de- 

crease in employee morale which often accompanies such a program can be controlled by 

providing good grievance channels. Explains how the researchers measured employee 

morale, measured the effects of the work measurement program and open grievance channels 

on morale, and measured the effect of open grievance channels on morale of employees who f 
had difficulty meeting work standards. 









































MORALE (Cont'd) 
10- 154 

| Sirota, David and Alan D. Wolfson, 

| Work measurement and worker morale. Business horizons, vol. 15, no. 4, August 1972, 


pp. 43-48. 
' After implementing a work measurement program, an electronics firm found an increase 
1 in productivity and a drastic decrease in employee morale. Inequities in standards for 


evaluating employee performance and time-consuming and complex procedures for correcting 
these standards were identified as possible causative factors of the decrease in morale. 
"Changes to correct these problems were implemented during a five-month experimental period. 
Morale improved significantly, but only when the experimental changes were accompanied 

by changes in managerial assignments. This finding can be interpreted to reflect prob- 

lems of behavior reversal for managers." 


MOTIVATION 


10- 155 
Locke, Edwin A. 
i In "defense" of defense mechanisms: some comments on Bobbitt and Behling. Journal of 
applied psychology, vol. 56, no. 4, August 1972, pp. 297-298. 
A critique of the 1972 motivation study of H. Randolph Bobbitt, Jr., and Orlando 
Behling, "Defense mechanisms as an alternate explanation of Herzberg's motivater hygiene 
results}' reported in Journal of Applied Psychology, February 1972. 
The article is followed by a rebuttal by Bobbitt and Behling, "In 'defense' of 
defense mechanisms: a reply to Locke's comments," pp. 299-300. 


10- 156 

e Tseng, M. S. ss 

| Need for achievement as a determinant of job proficiency, employability, and training 
satisfaction of vocational rehabilitation clients. Journal of vocational behavior, 
vol. 2, no. 3, July 1972, pp. 301-307. 

"This study investigated personal quality, job proficiency, employability, training 
satisfaction, manifest anxiety, locus of control, and 16 other personality attributes 
of vocational rehabilitation clients with their manifest need for achievement as an 

i independent variable. 

"Correlations found between the manifest need for achievement measure and the 
dependent variables in the study revealed that manifest need for achievement was a 
significant single predictor ... of the client's appearance, work tolerance, personal 
quality rating, and overall workshop performance." 





10- 157 1e543  .V96m 
Vroom, Victor H. and Edward L. Deci, eds. 
Management and motivation; selected readings. Baltimore, Penguin Books, 1970. 399 pp. 
Readings are grouped into the following six sections: Why men work; Satisfaction: 
its determinants and effects; Motivation and performance: the effects of some specific 
job characteristics; Motivation and performance: general formulations; Theories of 
motivation and management; Organizational change. 


| 10-158 
Wiard, Harry. 
Why manage behavior? A case for positive reinforcement. Human resource management, 
vol. 11, no. 2, Summer 1972, pp. 15-20. 
Author contends that traditional motivation theories have been ineffective because 
they "focus on presumed deficiencies in people, rather than on performance itself...." 
s Positive reinforcement, on the other hand, is more effective because it is performance 
Te) { Oriented. Discusses considerations for successful implementation of a positive rein- 
forcement program, and presents two successful case studies. 


OCCUPATIONS AND OCCUPATIONAL CHOICE 
















10-159 

Fretz, Bruce R. 

Occupational values as discriminants of preprofessional student groups. Journal of 
vocational behavior, vol. 2, no. 3, July 1972, pp. 233-237. 

"Eleven occupational values were entered in a stepwise discriminant analysis of the 
responses of students in second level courses in law, medicine, engineering, business, 
and education. Five variables provided significant discrimination: pay received, 
advancement, working conditions, fringe benefits, prestige. Medical students were 
most clearly distinguishable from business students on enterprise variables and from 
education students on security variables." 


10- 160 
Gitter, A. George and David Mostofsky. 
Perception of "gilding" in occupational statuses. Journal of vocational behavior, 
vol. 2, no. 3, July 1972, pp. 333-341. 
Female, white undergraduates from a small mid-South women's college participated 
in this study of "gilding" as it relates to occupational status. (Gilding denotes a 


"lack ... of actual performance of the professed role tasks by an incumbent accompanied 
by the attempt to conceal this fact and to project an image of actual performance....") 


Respondents were asked to consider the relationship between gilding and various occu- 
pations, whether gilding is influenced by ethnic background, and whether the gild com- 
ponent varies between nonsupervisory and supervisory levels of occupations. 


10-161 1e438.5 .W27i 
Washington. University. Department of Psychology. 
Instrumentality theory predictions of students! attitudes towards business and 
their choice of business as an occupation, by Terence R. Mitchell and Barrett W. 
Knudsen. Seattle, 1971. 17 pp. (AD 729-241) 
"Both choice of and attitude towards business as an occupation were predicted 
from the components of instrumentality theory. This theory suggests that evaluations 
and choices are determined by the instrumentality of the object or choice leading to 
certain outcomes weighted by the evaluations of the outcomes. The results supported 


this hypothesis. There was also a strong indication that the reasons for not choosing 


business were more related to the instrumentality component of the theory than to the 
evaluation component. Choice of other occupations is limited to attaining valued 
goals rather that to differences in the evaluation of goals." 


OLDER WORKER 
10-162 
Schweisheimer, W. 
Work for the older worker! Supervision, vol. 34, no. 8, August 1972, pp. 8-9. 


Gerontologists conclude from various research studies that work is an important factor 


in maintaining the health of older workers. Mentions employment of people over 65 at 


Texas Refinery Corporation as example of successful and profitable employment of older 


workers. 
10- 163 
U. S. President, 1969- (Richard M. Nixon) 


Age discrimination in Federal employment. Weekly compilation of Presidential docu- 
ments, vol. 8, no. 38, September 18, 1972, pp. 1375-1376. 


The President's memorandum for the heads of departments and agencies, September 13, 


1972. 


ORGANIZATIONS 

10- 164 

Blau, Peter M. and Marshall W. Meyer. 

Bureaucracy in modern society. 2d ed. New York, Random House, 1971. 180 pp. 
Expanded version of "the first systematic sociological textbook on bureaucracy as 

such."' Major additions are Chapter 5, "The comparative study of organizations," and 

Chapter 7, "The transformation of bureaucracy." 
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OVERSEAS MANAGEMENT 





19- 2©5 14195 .M38m 
Massie, Joseph L. and Jan Lytjes, eds. 
Management in an international context. New York, Harper and Row, 1972. 386 pp. 
Management specialists from various countries were asked to explain their own manage- 
ment approaches in the readings in this book. Separate sections were devoted to manage- 
ment in the countries of Western and Eastern Europe, Asia, Africa and South America. 
The last section considers "Interpretations of cross cultural factors." 


OVERSEAS PERSONNEL 





10- 166 
Reynolds, Calvin. 
International business and the MBA, Personnel journal,vol. 51, no. 8, August 1972, 
pp- 583-586, 591. 
An explanation of some of the reasons international business is failing to attract 
MBA's. Both graduate schools and industry will have to take steps if the trend is to be 
reversed. 


10- 167 M-Film 
White, Alan F. 
Preparation of managers for cross-cultural assignment. Cambridge, Massachusetts 
Institute of Technology, Microreproduction Laboratory, 1972. 57 pp. 
Master's thesis, Massachusetts Institute of Technology, Alfred P. Sloan School of 
Management, 1971. 


PAY 


10- 168 
Clerical salaries rise, but stay within Federal guidelines. Administrative management, 
vol. 33, no. 8, August 1972, pp. 31-32. 
Summary of findings of the 26th annual office salary survey of the Administrative 
Management Society. Also gives detailed data on basic work week, overtime, holidays, 
and union membership for office workers in the U.S. and Canada. 


10-169 

Finn, R. H. and Sang M. Lee. 
Salary equity: its determination, analysis, and correlates. Journal of applied 
psychology, vol. 56, no. 4, August 1972, pp. 283-292. 

The subjects of this research were professional employees in a division of the 

Federal Public Health Service. The purposes of the study were : "(a) to examine the 
feasibility of constructing a quantitative model that would serve to generate ‘equitable! 
Salaries, (b) to identify factors that appeared to influence the employee's perception 
of his pay, and (c) to study the relationship between perception of pay and job attitudes." 


10-170 1e59 .In8s 
International City Management Association. 
Salaries of municipal officials. Washington, 1972. 26 pp. (Urban data service 


report 6/72) 
Tabular data cover salaries of cit’ managers, finance directors, public works 
directors, fire and police chiefs, planning directors and other municipal officials 
in cities over 10,000 population as of January 1972. Report is based on an annual 
survey conducted by the iCMA,. 








PAY (Cont'd) 


10-171 L111 .N21r 1972-R5 
National Education Association of the United States. ; : 
Salaries paid and salary-related practices in higher education, 1971-72. Washing- 


ton, 1972. 115 pp. (Research report 1972-R5) 

Also includes data on such practices as payment of social security, retirement 
and insurance; provision of housing; tuition; and analyses of pay data by type of 
institution, instructional and administrative personnel, etc. 

10- 172 

Redling, Edward T. 
The determinants of management compensation. Personnel journal, vol. 51, no. 8, 
August 1972, pp. 557-564. 

38 positions, ranging from technical to managerial, in 16 major companies were 
studied in this investigation into the relationship between compensation and demo- 
graphic variables. Specifically, the study asks what criteria should be used to de- 
termine the worth of any particular job, from the point of view of both the job 
and its occupant. Results suggest that causes of compensation variations are subtle 
and that single indicators are not adequate in establishing compensation levels. 


10-173 Ie55  .Un35pa 1970/71 
U.S. Civil Service Commission. 1 
Pay structure of the Federal civil service, June 30, 1971. Prepared by Bureau of 1 
Manpower Information Systems, Manpower Statistics Division. Washington, U. S. Govt. 
Print. Off., 1972. 49 pp. (SM 33-71) 
Wage and salary information for Federal full-time employees as of June 30, 1971. 
Available from U. S. Government Printing Office $.55. 


10- 174 1e53. .M59Un47m 1971 
U.S. Department of Defense. 
Report of the quadrennial review of military compensation. Washington, U.S. Govt. 
Peint.. OEE... 1971. 5 Bs 
Contents: Report; Enlisted attraction and retention incentive pays; Hostile fire 
pay; Flight pay (crewmember) and submarine duty pay; Special compensation for physi- 
cians, dentists and veterinarians, and continuation pay for physicians. 


10-175 
U.S. President, 1969- (Richard M. Nixon). 
Pay rates for Federal employees. Weekly compilation of Presidential documents, vol. 8, 
no. 36, September 4, 1972, pp. 1315-1316. 
The President's message to the Congress on his intention to recommend a pay increase 
effective January 1, 1973. (August 31, 1972). 


10- 176 1e53 .C5V81s 
Virginia Employment Commission. 
Salaries of 1971 college graduates paid by Virginia employers. Prepared by Manpower 
Research. Richmond, 1971. 9 pp. 
This sixth edition presents results of the annual survey of salaries pertaining to 
1971 graduates paid by commercial and industrial firms and a few non-profit and researh 
organizations. 


10-177 Tech. Rpts. 
Young, William M. 
Determination of salaries of professors in colleges without academic rank. Bethesda, 
Md., LEASCO Information Products, 1971. 10 pp. (ED-054-767) 
"From the 141 2-year and 4-year colleges in the United States not utilizing 
academic rank, 123 colleges were queried about what basis they used for assigning ' 
faculty salaries. The findings indicate that salary determination in colleges without 
professOrial rank is overwhelmingly decided by the two objective factors, education 
(degrees and credits earned) and experience. Other characteristics mentioned were: 
classroom teaching effectiveness, professional growth potential, contribution to 
the college, and community activities." 
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PERFORMANCE EVALUATION 





| 10-178 1e398 .Am3e 
i American Hospital Association. 
Employee performance appraisal programs; guidelines for their development and implementa- 
tion. Chicago, 1971. 17 pp. 
Provides guidelines for developing and operating a program of maximum impartiality 
and fairness. Includes material on rating scales, evaluation procedures, descriptions, 
problems, etc. 


10-179 
Hollingworth, F. D, 
Performance appraisal by results. Supervisory management, vol. 17, no. 8, August 


1972, pp. 37-39. 

Suggests performance appraisal systems often fail because employees are rated on 
personality characteristics and potential rather than on results of their performance. 
Lists several uses which companies have found for performance appraisal programs in 
addition to the primary objective of improving results. Ideas for conducting employee 
evaluations are provided for the supervisor. 

Condensed from Canadian Chartered Accountant, vol. 100, no. 5, 1972. 





10- 180 

Inn, Andres, Charles L. Hulin and Ledyard Tucker. 
Three sources of criterion variance: static dimensionality, dynamic dimensionality, and 
individual dimensionality. Organizational behavior and human performance, vol. 8, no. l, 
August 1972, pp. 58-83. 

\ The authors are concerned with the need for criterion to measure "the extent of 
effective performance for each person within the organization." They find traditional 
methods inadequate and explore "the use of multiple measures with orthogonal error 
variances."' Criterion measures used for their analysis were 11 performance measures 
collected from 184 airline reservation agents. 








PERSONAL DEVELOPMENT 
t 10-181 1e638 .P44pe 
Peter, Laurence J. 
; The Peter Prescription; how to be creative, confident, and competent. New York, 
, W. Morrow, 1972. 224 pp. 
: In this prescriptive follow-up to The Peter Principle, Dr. Peter offers guidelines 
‘ for personal and professional happiness and success. He provides, he tells us, a 
way to replace "mindless escalation with life-quality improvement." Part three focuses 
on increasing one's managerial efficiency and competence. 
PERSONNEL ADMINISTRATION 
10-129 Icl66 .Ar5p 1971 
h Armstrong, William. 


Personnel management in the civil service; a speech given by ... to the Institute of 
Personnel Management, 23 October 1971. London, H.M. Stat. Off., 1971. 25 pp. 
Talks “about the improvements in personnel management we are introducing both as 
they affect the general Civil Service personnel management environment, which I would 
define as the framework of policy governing the management of groups of staff within 
the Service, and as they affect our management of the career of the individual civil 
servant." 
At head of title: Civil Service Department, 





PERSONNEL ADMINISTRATION (Cont'd) 








10-183 Iell .F88p 
French, Wendell L. and Don Hellriegel, eds. 


10- 


Personnel management and organization development; fields in transition. New York, 
Houghton Mifflin, 1971. 450 pp. 

Readings are grouped under the following topics: systems concepts and a behavioral 
science approach, ecology of human resources administration, types of management systems, 
leadership and group performance, motivation, personnel systems, and organization de- 
velopment. 


° h 
184 1d132 .H51 


Heyel, Carl, ed. 


Handbook of modern office management and administrative services. New York ,McGraw- 
Hill, 1972. 1 v. P . 

Comprehensive reference source on modern office management. Pruvides "how to data 
on interviewing, selection and hiring, testing, compensation, performance appraisal, 
supervision etc. and on planning and scheduling work. 


10-185 Iel1.4 .N46£ 
New Jersey. Department of Community Affairs. 


Focus on municipal personnel needs in New Jersey. Prepared by Office of Community 
Services. n.p., 1969. 25 pp. 

This report describes present training and identifies training and recruitment needs 
in order to provide future direction for State and local action in the personnel area. 
Gives a demographic map of New Jersey and discusses geographical training priorities. 


10- 186 Tel1l.4 .So8s 
South Carolina. State Planning and Grants Division. 


A study of personnel practices and training needs in South Carolina counties; a 
report by William M, Parle for Office of the Governor. Columbia, 1971. 45 pp. 
(PB-201-715) 

"A study was made of personnel practices in South Carolina county governments, 
covering the use of selected merit-system criteria by thirty-two participating counties. 
It includes a section on training needs in addition to a review of other areas of 
personnel activities such as recruitment, selection, and evaluation, The study draws 
conclusions and makes limited recommendations based on the findings." 


10-187 Tell.1 .Un455pe 
U.S. Department of the Air Force. 


Personnel subsystem management of electronic systems, by William H. Hendrix, 
HQ Electronic Systems Division (AFSC). Bedford, Mass., L.G. Hanscom Field, 1971. 
lv. (AD- 726-552) 

"Presentation includes a description of the functional areas of the Personnel 
Subsystem, and those events which lead to an effective personnel subsystem within 
the system acquisition process. The Personnel Subsystem requirements for each phase 
of the system acquisition life cycle are presented as an integral part of the 
system management process," 


10-188 Te19 .Un95L 
U. 





S. Department of the Army. 
Local evaluation; a basis for better planning and action. Prepared by Office of 
Civilian Personnel. Washington, n.d. 9 pp. 

Handbook intended to supplement existing personnel management evaluation guides 
and to call attention to a wide variety of materials available within the Civilian 
Personnel Office. Covers collecting and analyzing data, reporting results, and 
planning to improve future action. 
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PERSONNEL ADMINISTRATION (Cont'd) 





10- 189 Ie162.9 .Un76a 
U.S. Department of the Navy. 
Application of the Cost of Attaining Personnel Requirements (CAPER) Model, by William 
A. Sands, Naval Personnel Research and Development Laboratory. Springfield, Va., 
National Technical Information Service, 1971. 78 pp. (AD-730-706) 

"The Cost of Attaining Personnel Requirements (CAPER) Model provides an optimal 
recruiting-selection strategy for personnel decisions which minimizes the total cost of 
recruiting, selecting, inducting, and training a sufficient number of persons to meet 
a specified quota of satisfactory personnel. The report provides a detailed explanation 
of the steps involved in utilizing the CAPER Model with, or without, access to computer 


facilities." 
10-190 Iel1.6 .Un76p 1971 
U. S. Department of the Navy. 

Personnel management. Prepared by Bureau of Naval Personnel. Rev. ed. Washington, 


U.S. Govt. Print. Off., 1971. + 415 pp. (NAVPERS 10848-E) 

Designed as a basic text for naval officers specializing in personnel administration 
and manpower management, the book summarizes the various personnel functions and the 
processes supporting them. Includes both military and civilian personnel practices. 

Earlier title: Personnel administration. 


PERSONNEL DEPARTMENTS 


10-191 PR Ie17.9 .C67p 
Coleman, Charles J. 
The personnel occupation; a boundary perspective. Ann Arbor, Mich., University 
Microfilms, 1972. 469 pp. 
"Boundary" activities are defined as transactions between different systems in the 
organization or between organization and environment. Research covering 67 Western 
New York firms studied such activities on the part of personnel administrators and 
indicated that boundary activity is the core activity of personnel administrators: it is 





related to characteristics of occupation members and organizations; and, it is related 
to levels of personal tension. 

Doctoral dissertation, State University of New York, 1971. Abstracted in Disserta- 
tion Abstracts International, vol. 32, no. 9, March 1972, p. 4774A. 

Not available on interlibrary loan. 





PERSONNEL PRACTICES 


10-192 Ie91 .C83se 1971 
Council of State Governments. 
Selected provisions of state subsistence, mileage, and air travel rates and regulations; 
a tabular summary. Lexington, 1971. 28 pp. (RM-459) 
Summarizes basic regulations by state and includes mileage and subsistence rates, 
receipts required, authorizations for travel, date of current rates and air travel 
rates and regulations. 


10-193 

Finley, Grace J. 
Employee political education: does business care? Conference Board record, vol. 9, 
no. 8, August 1972, pp. 21-23. 

Initial responses to a Conference Board survey indicate little corporate activity 
in the area of employee political education. Less than one-tenth of the companies 
have ever offered any type of political education for management or employees. 

Few firms have ever distributed literature of a political nature, conducted voter- 

registration drives, or conducted political contributions' programs. Over half of 
the respondents indicated that they do allow political candidates to tour company 
plants and offices. 








PERSONNEL PRACTICES (Cont'd) t 


10-194 PR 1e537.9 .R73a 
Ross, J. Donald. i 
The administration of employee solicitation campaigns for charity fund-raising within 
business and industrial firms with emphasis on employee att’tudes. Ann Arbor, Mich., } 
University Microfilms, 1971. 85 pp. 
"The overall objective is to develop an employee solicitation guideline policy and 
procedure that will assist the management of any company to maintain or possibly im- 
prove employee attitudes as well as facilitate fund-raising efficiency." 
Master's thesis, Duquesne University, 1971. 
Not available on interlibrary loan. 
10- 195 
When businessmen take public office. Business week, no. 2245, September 9, 1972, 
pp. 38-39. 
Experiences at several companies indicate that the encouragement of employee 
political activism has drawn public criticism. Points out need for companies to develop 
formal rules or guidelines for employee political activity, and explains that basic 
problems are those involving questions of conflict of interest and conflict of time. 


10- 196 Tel6 .Un42co 
U.S. Department of Commerce. 
Computerized personnel information system; an agency-wide manpower information system 
operated under uniform standards on a decentralized basis. Washington, 1970. 44 pp. ] 
Describes this agency-wide system--its development, operation, benefits and potential-- 
for providing the information vital to personnel and personnel management decisions. 


10- 197 Ie16 .Un69n 1972 
U.S. National Archives and Records Service. 
New developments in microfilm. Washington, 1972. 14 pp. 


Speeches given at Information and Records Administration Conference, February 18, 
1972, Washington, D.C. 


Contents: Computer output microfilm for active personnel files, by Joseph Richstatter; 
Miniaturization of Federal catalog system publications--(Minicats), by Thomas Beck. 


PERSONNEL RESEARCH 





10- 198 PR Iell.1 .P22p 
Parker, John D. 
Prediction in the social sciences; an application of the Delphi technique to public 
personnel administration. Ann Arbor, Mich., University Microfilms, 1972. 327 pp. 
Research study conducted with 46 experts in public personnel administration to 
evaluate the Delphi technique as a means of forecasting future states in the field. 
"It was concluded that the Delphi process_has an enormous potential for useful 
application in the field... /It may also/ have other uses in the public personnel 
field in such areas of value analysis and policy evaluation." t 
Doctoral dissertation, University of Southern California, 1972. Abstracted in 
Dissertation Abstracts International, vol. 32, no. 10, April 1972, p. 5878A. 
Not available on interlibrary loan. 





10- 199 Ie20 .Un76c 

U. S. Department of the Navy. 
A comparison of two personnel prediction models, by Kneale T. Marshall, Naval Post- } 
graduate School. Monterey, Calif., 1971. 43 pp. (AD- 735-127) 

Describes, compares and contrasts two mathematical models of personnel movement 
through a hierarchical organization. Since one of the two, the Markov chain type, is 
described in detail in other literature, this paper emphasizes "a cohort model based 
on people's lifetime behavior in the system," 
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10- 201 


Missouri. University. School of Business and Public Administration, Research Center. 


PLACEMENT 


10- 200 S/I 
Ferrarone, Ned. 


Industry unites to place the jobless professionals. Industry, vol. 36, no. 3, 
March 1971, pp. 36-37. 

Describes the services and accomplishments of the 128 Professional Service Center 
established by the Associated Industries of Massachusetts and the Massachusetts 
Division of Employment Security to aid unemployed scientists, engineers and pro- 
fessionals in obtaining positions. 


Te358 .M69a 


An experimental labor market information program to encourage self-initiated job search 
by selected registrants with public employment service offices, by David W. Stevens. 
Columbia, 1971. 186 pp. 

Reports on research at the Cleveland Industrial Occupations office of the Ohio Bureau 
of Employment Services to determine if an experimental type of job market information 
could improve the services of the public employment service. Direct effectiveness of 
this attempt to assist job search efforts was not substantiated. Describes methods 
through which participants sought work and notes those which proved most successful. 


POSITION CLASSIFICATION 





10- 202 
Classifier's column (Classification and Compensation Society), December 1970- 


A complete set of this bi-monthly newsletter has been deposited in the Civil 
Service Commission Library. In addition to society news, also contains articles 
on classification. 


10- 203 1e34 .P38p 
Pennsylvania. Department of Public Welfare. 
Position classification; a programmed text for supervisors. Harrisburg? n.d. 93 pp. 
Adapted from booklet of same title published by California State Personnel Board. 


PRODUCTIVITY 
10- 204 
How can you get higher productivity? Supervisory management, vol. 17, no. 9, September 
1972, pp. 40-42. 
Hints on how a manager can increase his productivity record. Condensed from Plant 
Administration /Engineering, vol. 31, no. 1, 1972. 





10-205 
McLean, David. 
Productivity: everybody says you need it; how do you get it? Nation's business, 
vol. 60, no. 9, September 1972, pp. 66-68. 
Explains what productivity is and reports what the experts say about it. Suggests 
a relationship between the decline in productivity and changes in the traditional 
American work ethic and attitudes toward work. 


10- 206 
Productivity, our biggest undeveloped resource. Business week, no. 2245, September 9, 
1972, pp. 79-81, 84-89, 92-94+. 

Special report discusses some of the major areas being examined as sources of 
increased productivity. Mentions possible contributions from service industry and 
public sector, technological advances, pollution control activities, labor union 
agreements, marketing methods, accounting methods, and managerial decisions. European 
problems with employee productivity are discussed along with several examples of programs 
designed to improve productivity. 











PRODUCTIVITY (Cont'd) 
10- 207 

Stogdill, Ralph M. 
Group productivity, drive and cohesiveness. Organizational behavior and human per- 
formance, vol. 8, no. 1, August 1972, pp. 26-43. 

A survey of the research reviewed does not "support the view that high group co- 
hesiveness leads to high productivity. It is found, instead, that group drive or 
motivation is the variable most consistently related to productivity. Productivity 
and cohesiveness tend to be positively related under conditions of high group drive. 
They tend to be negatively related under conditions of low drive and under routine 
operating conditions." The findings suggest that the manager must not push for pro- 
ductivity at the expense of cohesiveness if he values the long-term health of his 
organization but must seek a balance of the two. 


10- 208 1d214 .Un38m 
U.S. Congress. Joint Economic Committee. 
Measuring and enhancing productivity in the Federal sector; a study prepared for the 
use of ... by representatives of the Civil Service Commission, General Accounting 
Office, and Office of Management and Budget. Washington, U.S. Govt. Print. Off., 
1972. 139 pp. (Jt. com. print, 92nd Cong.) 


PUBLIC ADMINISTRATION 


10- 209 Tall .K9la 
Kroeger, Louis J. 
The art and practice of public administration; papers by.... Berkeley, University of 
California, Institute of Governmental Studies, 1971. 332 pp. (Kroeger papers) 
Edited papers of the late Louis Kroeger, presenting his viewpoints, interests and 
euphases in a long public service career. There are sections on administration, 
local government, and personnel--the latter covering pay, responsible civil service, 


management skills, evaluation of personnel programs, etc. 
Foreword by John W. Macy, Jr. 





REDJCTION LN FORCE 
10-210 1e658 .Un35d 1972 
U. S. Civil Service Commission. 
The displaced employee program; questions and answers about placement assistance for 
Federal employees who have lost their jobs. Prepared by Office of Public Affairs. 
Washington, U.S. Govt. Print. Off., 1972. 8 pp. (OPA 51) 

Discusses placement assistance for those affected by a reduction-in-force, employees 
receiving compensation for injuries, employees under 60 who are recovered disability 
annuitants and other displaced employees. 

Available from U. S, Government Printing Office $.10. 





16- 281 Te658 .Un547s 
U. S. Department of Housing and Urban Development. 
Staff adjustments. Washington, n.d. Leaflet. (HUD personnel pmaphlet no. 2) 











Personnel policy on reduction-in-force--preventive steps, terminology, how it works, | 


etc. 


10 
Na 











la 


972 


ees 





RESEARCH ADMINISTRATION 











10- 212 Ia51 .Un76re 1969 
U.S. Department of the Navy. 
RDT and E management guide. Rev. Washington, U.S. Govt. Print. Off., 1969. 1 v- 
(NAVSO P-2457) 

Provides a summary overview of Navy RDT and E management "machinery", organization, 
procedures and official sources for details. 


RETIREMENT 


10- 213 le717 .Am3p 1969 
American Enterprise Institute for Public Policy Research. 


Private pensions and the public interest; a symposium sponsored by ... /Washington, 
D.C., May 1969/. Washington, 1970. 253 pp. 

Partial contents: Private pensions--growing reservoir of economic energy, by Willard 
F. Rockwell, Jr.; The role of private pensions, by Charles A. Siegfried; Government 
and pensions, by Robert J. Myers; Tax treatment of private and public pension systems, 
by Raymond Goetz; Private pension funding and vesting--where do they stand today? by 
Charles L. Trowbridge; Pensions vesting, funding, reinsurance, and portability proposals 
/panel discussion/. 


10- 214 
Hyman, Sigmund M. 


Pension reform: a new coalition is needed. Pension and welfare news, vol. 8, no. 8, 
August 1972, pp. 30-32, 34. 

Considers ways to close the gap between pension reform proponents and industry. 
Recommends supplementing the Williams report of the Senate Committee on Labor and Public 
Welfare with other studies and examining how jvarious studies interface and how their 
contents apply to legislative issues. Suggests the formation of a coalition of organiza- 
tions and individuals actively involved in the pension issue. 


10- 215 
Michigan. University. Institute for Social Research. Ie717.5 .M58a 
The automobile worker and retirement; a second look, by Richard E. Barfield. Ann 


Arbor, Survey Research Center, 1970. 49 pp. 

Discusses findings from a follow up of 943 auto workers who were contacted in 
1967 and 1969 concerning their decisions on early retirement. Covers realization of 
the retirement plans expressed in 1967, retirement plans of workers still on the job 
in 1969, comparison of 1967 and 1969 retirees, final multivariate analysis of auto 
worker retirement behavior, and their satisfaction with retirement. 


10- 216 Ile717 .N21itr 1970 
National Health and Welfare Retirement Association, Inc. 


Trends in pension plans and related benefits in the health and welfare field, by George 
Cherlin and Howard Lichtenstein. New York, 1970. 19 pp. 

"The subjects discussed include: changes in coverage in private pension systems and 
in the health and welfare field, methods of computing benefits, retirement ages, vest- 
ing of benefit rights in the employee, benefits supplemental to pensions, and trends 
in financing and in investment practices." 


10- 217 
U.S, President, 1969- (Richard M. Nixon) 


Survivor benefits for dependents of military retirees. Weekly compilation of 
Presidential documents, vol. 8, no. 39, September 25, 1972, p. 1414. 
Statement upon signing H.R. 10670 into law, September 21, 1972. 





































RETIREMENT (Cont'd) 
10-218 HD7124 .Un89ba 1970 
U.S. Social Security Administration. pS 
Basic readings in social security. Prepared by Office of Research and Statistics. 
Washington, U.S. Govt. Print. Off., 1970. 181 pp. 

Bibliography with brief annotations. 


RETIREMENT- - PLANNING 

10- 219 Ie156 .C69s 

Collings, Kent J. 
The second time around; finding a civilian career in mid-life. Cranston, R. lI., 
Carroll Press, 1971. 180 pp. 

Written for the military man contemplating retirement. Includes chapters entitled: 

The middle age syndrome; Confessions of a middle-aged job seeker; Wives retire, too! 
Words of wisdom from women retirees; Battle plan for your job search. Also includes 
statistical data for post-retirement earnings. 





10- 220 ; 
Your personal guide to retirement housing. Harvest years-retirement living, vol. 12, no. 9, 
September 1972, pp. 15-26, 28-34, 36-47. 
Emphasizes need to consider the effects of climate, environment, and lifestyle, and 


types and costs of housing whether relocating or improving present home. 
Contents: pt. 1, How climate effects health and lifestyle, by Helen Alpert; pt. 2, 
Climate and housing--best rules for better homes; pt. 3, Choosing a home and a way of 
life, by Carol Offen; pt. 4, Living where the action is, by Peter A. Dickinson. 
SAFETY 
10- 221 
OSHA special report. Factory, vol. 5, no. 8, August 1972, pp. 26-49. 1 
Seven articles on the Occupational Safety and Health Act: What to expect from the y 
OSHA man; The OSHA man came--and stayed for seven days; Control through involvement 
is key to safety setup; What you whould know about penalties and rules; Focus on OSHA 
standards preparation and application; Coping with OSHA noise regulations; Where to get 
more help. 
10- 222 
Sherrill, Robert. 
What's behind the failure to protect the health of America's workers? Today's health, 1 
vol. 50, no. 8, August 1972, pp. 16-19, 64-66, 68-69. Bo 


The Occupational Safety and Health Administration's dearth of funds, safety in- 
spectors, and educational programs are blamed for the failure of the Occupational Safety 
and Health Act of 1970 to achieve its purposes. Unions report extreme variations in 
effectiveness of OSHA's inspections and enforcement of the law. 


10- 223 ) 
U.S. Bureau of Labor Statistics. it te | 
What every employer needs to know about the Occupational Safety and Health Act, by 
Jayne Lowe, Office of Occupational Safety and Health Statistics. Washington, U.S. 
Govt. Print. Off., 1972. 27 pp. (Report 412) ui 
Ready reference source to answer questions regarding injury and illness record- 
keeping and reporting as required under the Williams-Steiger Occupational Safety and 
Health Act of 1970. 












SCIENTISTS AND ENGINEERS 





10- 224 PR Ie172.5 .G34s 
Gianos, Phillip L. 


The scientist as adviser; careers, values, and the impact of government. Ann Arbor, 
Mich., University Microfilms, 1971. 197 pp. 

This research studied reasons for scientists' participation in government in terms 
of career characteristics, attitudes toward politics and public officials, and 
attitudes toward science and scientists. Career activities such as participation on 
military or civilian advisory boards and level of participation,"idealistic" or 
"realistic" perspectives toward science, and critical or supportive views of politics 
were all found relevant factors in government scientific participation. 

Doctoral dissertation, University of California, 1971. Abstracted in Dissertation 
Abstracts International, vol. 32, no. 12, June 1972, p. 7054A. 

Not available on interlibrary loan. 





10- 925 Ie172 .G39h 
Gilinsky, Victor. 


How shall we employ the technically trained? Santa Monica, Calif., Rand Corporation, 
1971. 10 pp. (P-4574) 

"The plight of the outmoded technical employee, particularly in the aerospace industry, 
is discussed. Suggestions are presented as to how the usefulness of these technical 
personnel can be extended through education and retraining incentives of industry and 
universities, and institutional commitment." 


10- 996 
Kranzberg, Melvin. 


"Engineers: America's revolutionaries." Vital speeches, vol. 38, no. 22, September 1, 1972, 
pp. 676-683. 

Since engineers are coming under greater public attack because of the abuses of technical 
innovations, author suggests that engineers must assume greater responsibility for their 
employers' applicationgsof technology. Examines methods of incorporating community responsi- 
bility into engineering education. 

Presented at the annual meeting of the Engineers' Public Information Council, Lubbock, 
Texas, June 21, 1972. 


10- 227 
Moylan, Maurice. 


Employment in the atomic energy field. Monthly labor review, vol. 95, no. 9, 
September 1972, pp. 47-49. 

Bureau of Labor Statistics survey indicates employment in the atomic energy field 
rose 1.8% during the year ending May 1971. Decrease in employment in government- 
owned facilities was offset by increased employment in privately-owned establishments, 
Employment data is broken down by segment of the atomic energy field, by occupation 
(1 of 4 is a scientist or engineer), and by geographic region. 


10-228 
Olson, James. 


Engineer attitudes toward professionalism, employment, social responsibility. 
Professional engineer, vol. 42, no. 8, August 1972, pp. 30-32. 

Findings of a survey of members of the National Society of Professional Engineers. 
Data are reported both for groups within the membership and for the average individual 
member. On job satisfaction questions government engineers were found to be less satis- 
fied than other groups. They were also less confident that a job related complaint 
would get a fair hearing, felt more constrained on the job and largely supported col- 
lective action. 


10- 299 M-Film 
Rollins, Robert H., II. 


Closing of the NASA Electronics Research Center; a study of the reallocation of space 
program talent. Cambridge, Massachusetts Institute of Technology Libraries, Microre- 
production Laboratory, 1970. 83 pp. 

Master's thesis, Massachusetts Institute of Technology, Alfred P. Sloan School of 
Management, 1970. 
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SCIENTISTS AND ENGINEERS (Cont'd) i 
10- 230 le172 .Un72si 1970 | 








U.S. National Science Foundation. . 
Scientific activities of independent nonprofit institutions, 1970; report on a survey 
of 1970 employment and 1969 expenditures. Washington, U.S. Govt. Print. Off., 1971. 
63 pp. (Surveys of science resources series, NSF 71-9) 
Provides employment data on number of scientists, engineers and technicians employed 
in nonprofit institutions, in federally funded R and D centers, in voluntary hospitals, 
and in other nonprofit organizations. ri 
1¢ 
Ci 
SELECTION 
10- 231 
Mayfield, Eugene C. 
Value of peer nominations in predicting life insurance sales performance. Journal 
of applied psychology, vol. 56, no. 4, August 1972, pp. 319-323. 
"Peer nominations were obtained from 117 inexperienced life insurance agents at the 
end of a 3-wk. training course. These nominations, along with age, monthly starting 
pay, and final school grade were related to objective measures of sales success at 
6-mo. and l-yr. time intervals. Only the peer nomination scores proved to be signifi- 
cant at both a statistical and practical level." 
10 
De 
SOCIAL AND BEHAVIORAL SCIENCES 
10-232 RC602_ .K65r 
Kittrie, Nicholas N. 
The right to be different; deviance and enforced therapy. Baltimore, Johns Hopkins 


Press, 1971. 443 pp. 

In this discussion of the therapeutic state, the author considers the "conflict be- 
tween modern humanitarian ideals and practical results in the administration of criminal 
law.'' Various chapters deal with the mentally ill, drug addicts, alcoholics, and de- 
linquent youths. 


SUPERVISION 


10- 233 
Drumtra, Donald W. 
Is your span of control right for you? Supervisory management, vol. 17, no. 8, 
August 1972, pp. 16-24, 
Considerations in determining a supervisor's optimum span of control include the 
time he has available for supervisory duties, the amount of direction required by 
subordinates, the nature of the subordinates' work and the length of time they have spent 


in theiit positions, the supvevisor's skills and abilities, and the number of personal 
and staff assistants available to the supervisor. 


10- 234 M-Film 
Reed, Calvin H,. 
Translation of behavioral theories of management for first-line factory supervision. 
Cambridge, Massachusetts Institute of Technology, Microreproduction Laboratory, 1972. 
95 pp. 

Master's thesis, Massachusetts Institute of Technology, Alfred P. Sloan School of 
Management, 1971. 





SUPERVISORS 





970 F 10-235 

Questions for trainers. Supervisory management, vol. 17, no. 9, September 1972, 

PP. 32-34. 
14 questions for the supervisor to ask himself in evaluating his skills as a 

- trainer. Condensed from Industry Week, vol. 172, no. 13, 1972. 
Ss, 

TESTS 

10- 236 


Civil rights--educational and testing requirements--employment tests not to be given 
controlling force unless they are demonstrably a reasonable measure of job performance. 
Fordham law review, vol. 40, December 1971, pp. 350-360. S/C 
Reviews various court decisions involving discrimination on the basis of employment 

tests. Concludes that while the Supreme Court decision, Griggs v. Duke Power Co, 1971, 

seems to ensure blacks of objective evaluations in competitions for jobs, many feel "no 
e test can be developed which is free from cultural bias." Also notes that the Griggs 
decision may deny the employer "the right of establishing a level of personnel quality 
of his own choosing" by "requiring him to show a 'manifest' relationship between educa- 
tional requirements and job capability." 





10- 237 
Deutsch, Karl W. and Thomas Edsall. 
The meritocracy scare. Society, vol. 9, no. 10, September-October 1972, pp. 71-79. 
The authors examine the bases of Richard Herrnstein's five proposals concerning the 
or 1.Q. which support the "proposition that the more we succeed in eliminating all social 
barriers to education and to promotions to top level jobs according to merit, the more 
profoundly society will become divided into hereditary castes or classes, based on innate 
biological differences in mental endowment." Deutsch and Edsall claim Herrnstein's 


2 evidence is weak, his assumptions are self-contradictory, and his "image of an open society 
inal is a caricature...." 
10- 238 le221 .P68L 


Pittsburgh. University. Graduate School of Business. 
The law and personnel testing; proceedings of a conference, May 26, 1971, sponsored 
by.cee Pittsburgh, 1971. 48 pp. 

Contents: The Civil Rights Act of 1964, the EEOC, and the Griggs Case, by J.O. 
Wyatt; The EEOC guidelines on testing, by William Enneis; The Griggs case: problems 
for employers, by Lawrence M. Cohen; Technical aspects of personnel testing, by 
Morton Spitzer; Responding to the challenges of the EEOC guidelines, by William Byham. 

Cover title: New legal issues in personnel testing. 


pent | 10-239 Ie221 .Un35p 
U. S. Civil Service Commission. 
Preliminary draft; the J-coefficient procedure, by Ernest S. Primoff, Personnel Measure- 
ment Research and Development Center, Standards Division, Bureau of Policies and 
Standards. Washington, 1972. 78, 9 pp. 
f "In the J-Coefficient procedure, stable Beta weights are determined for job 
: elements on each test. Then these weights are used to derive the validity coefficient 
for any job, in accordance with the relative importances of the elements in that job. oe. 
"This present publication presents the development of test Beta weights in a series 
of three examinations with applicants for clerical positions. It also illustrates the 
kind of test analysis that is possible through the J-Coefficient procedure." 
No copies available for distribution. 














































TRAINING 





10- 240 10- 
Marland, Sidney P., Jr. Rut 
America's need for career education. Occupational outlook quarterly, vol. 16, no. 2, 
Summer 1972, pp. 2-4. 
U. S. Commissioner of Education, Sidney P. Marland, Jr., explains why career education 
is needed in the U.S. and what effects it will have. Describes the four career educa- t 
tion models which have been developed by the Office of Education: the school-based model, 
the home-based model, the employer-based model, and the rural residential model. The { 
employer-based model provides a structure for the operation of student work-training j 
programs designed to fit the employment needs of the sponsoring employer. 
10- 241 Te418 .M69t 
Mississippi State University. 
A training manual in human resource development, ed. by Joe M. McKenzie and others. 10- 


Department of Guidance Education. State College, 1971. /Reprinted by/ National Technical She 
Information Service, Springfield, Va., 1971. 115 pp. (PB-199-482) 
"The report is a compilation of training materials used in two institutes conducted by 
the Mississippi State University in cooperation with the Mississippi Employment Security 
Commission. The objective of the project was to develop a training program and a hand- 
book for use by state employment agencies in training agency employees in the develop- 
ment of better understanding of needs and problems of disadvantaged persons. Participants 
in the training institutes were selected career employees in their first year of employ- 
ment and represented both sexes, different races, and different socio-economic levels." 


10- 242 1e428.9 .N46e & 
New Jersey. Department of Labor and Industry. ; 10. 
The Employment Service trains and upgrades the low skill worker; final report. B Si 


Prepared by Industrial Training Services. Newark, 1970, [Reprinted by | 

National Technical Information Service, Springfield, Va., 1972. 69 pp. (PB-199-119) 
"The objective of the project was to determine if the Employment Service could | 

effectively implement upgrading programs for low-skill, low-wage workers. To 

implement upgrading programs, Industrial Training Services used a model called 

'High Intensity Training' which was designed and tested over a three year period by 

the Skill Achievement Institute in Lake Success, New York. The model called for id 

training to be conducted within the plant, intensive personal development, and job U. 

skills courses. Trainees were to be low-skill, low-wage workers earning not more 

than $5,000 a year. At completion of training, employers were to award trainees with 

a change in job title and an 8 to 10 percent pay increase," 


TI 
10-243 1e428 .Oh3v | 
Ohio State University. Center for Vocational and Technical Education. g io 
Vocational education planning; manpower, priorities, and dollars, by Robert C. Young, Ce 
William V. Clive and Benton E. Miles. Washington, U.S. Govt. Print. Off.,1972. 
181 pp. (Research and development series no. 68) 
The present report addresses "the problem of using manpower information for vocational 
education planning. Following a review of the manpower and educational contexts of 
vocational education planning, the report examines the concept of manpower demand and some | 
techniques for its estimation, discusses sources of manpower supply and systems for 
providing information about them, considers criteria for determining vocational education 
priorities, and describes a method for allocating resources among vocational programs." p i 
Prepared under grant with U. S. Office of Education. Be 


10- 244 | 
Rainey, Bill G. 
Professors and executives appraise business communication education. ABCA journal of 
business communication, vol. 9, no. 4, Summer 1972,pp. 18-23. t 
Survey of 105 business communication professors and 50 corporate executives indicates 
general agreement on the value of college training in the area of business communications. 


Findings show executives believe courses in report and proposal writing are the most 
important. 
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TRAINING (Cont'd) 


10- 245 Ie161.2 .R93e 
Rutgers University. Institute of Management and Labor Relations. 
Educational advancement and manpower development for wage earners, by Anthony Vega, 
Labor Education Center. New Brunswick, N.J., 1971. /Reprinted by/ National Technical 
Information Service, 1972. 132 pp. (PB-205-851) 
"The report is made on a two year project that tested new approaches to helping workers 
better their lives and promote their careers by advancing their education. Through 
the cooperative efforts of industrial management and labor unions in Middlesex County, 
New Jersey, the New Jersey Department of Labor and Industry, with the assistance of the 
Labor Education Center of Rutgers University, explored ways of advising and encouraging 
wage earners to make use of available educational and training resources to advance to 
higher skilled and better paying jobs." 
Final report. 


10- 246 

Sherwood, Frank and Fred Fisher. 
A strategy for state and local governments. Civil service journal, vol. 13, no. l, 
July-September 1972, pp. 8-11. 

Describes the role of a new organization, the National Training and Development 

Service for State and Local Government, initially being funded by the Ford Foundation 
and the U.S. Civil Service Commission through its administration of the Intergovernmental 
Personnel Act. Its functions include supporting development of training expertise in 
individual governments, training training and development managers, and providing back-up 
consulting services. 


TRAINING- -ADMINISTRATION 


10- 247 
Silber, Mark B,. 
Are you a failing training manager? Training and development journal, vol. 26, 
no. 8, August 1972, pp. 30-33. 
Do you want to be an effective training manager? The author, in a series of do's 
and don'ts, presents what he feels are the key elements found in such a successful 
individual. 





i0- 248 1e414 .Un35th 
U.S, Civil Service Commission. 
The trainer as a professional manager; requirements, resources, prospects, by Chester 
Wright and Ruth Salinger, Office of Evaluation and Management Systems, Bureau of 
Training. Washington, 1972. 19 pp. 


TRAINING- - EVALUATION 





10- 249 
Cerio, Joseph A. and Ruth D. Salinger. 
Anatomy of a model; predicting the cost of training. Civil service journal, vol. 13, 
no. 1, July-September 1972, pp. 19-21. 
Reports on background and development of a training cost model which can produce 
pictures of training costs useful for various levels of management in various de- 


cision processes. Describes procedures used in a workshop to acquaint potential users 
with the model. 


10-250 
Fauley, Franz E. 


Developing a better survey questionnaire. Training and development journal, vol. 26, 
no. 8, August 1972, pp. 18-21. 

The author discusses ways and means of designing an efficient questionnaire for use 
in evaluating training programs. He sees the survey questionnaire as a helpful tool 
for justifying the cost of the training program and as a way to get feedback. 
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TRAINING--EVALUATION (Cont'd) 








10- 251 
Green, Thad B. 
A neoteric training system evaluative addendum. Personnel journal, vol. 51, no. 8, 
August 1972, pp. 592-595. 
Recommends that learning-oriented criteria for evaluating training systems be 
added to the more commonly used equipment, content and price criteria. 


TRAINING- -METHODS 





10- 252 1e425.9 .B12b 
Back, Kurt W. 
Beyond words; the story of sensitivity training and the encounter movement. New York, 
Russell Sage Foundation, 1972. 266 pp. 

Provides a good, succinct account of the social milieu in which T-groups and similar 
intensive group interaction sessions have burgeoned and describes how they operate to 
effect change. Dr. Back is critical of the attempts at research and evaluation of such 
training and of some of the attitudes of its proponents. 


10- 253 1e535 .Eili 
Eiben, Ray E. 
Impact of a participatory group experience on counselors in training. Bethesda, Md., 
Leasco Information Products, 1972. 13 ppe (ED-049-495) 
"Beginning students in guidance and counseling comprised the two researcn groups: 
(1) a sensitivity-participatory group with activities ranging from T-grouping to sensory 
awareness to creative exercises; and (2) a didactic group in which the main focus was on 
instructor presentation of material relating to groups. The author sought to determine: 
(1) if movement toward self-actualization (as measured by Shostrom's Personal Orienta- 
tion Inventory (POI) would occur as a result of a participatory group experience; and 
(2) if there would be between-group differences on pre- and post-group POI mean 
scores. Results indicated that, for the participatory group, all scales were either 
highly significant or in the direction of greater self-actualization at the conclusion 
of the group experience." 
Paper presented at the American Personnel and Guidance Association convention in 


/ 


Atlantic City, New Jersey, April 4-8, 1971. 


10- 254 1e608 .N87t 
NTL Learning Resources Corporation. 
Twenty exercises for trainers, ed. by Cyril R. Mill. Washington, 1972. 20 pp. 


Originally in packet form. 
Varied exercises for use in human relations training laboratories involving either 
small groups or large general sessions. 


10- 255 1e425.9 .Og3s 
Ogg, Elizabeth. 
Sensitivity training and encounter groups. New York, Public Affairs Committee, 1972. 


28 pp. (Public Affairs pamphlet no. 474) 





Traces the emergence of sensitivity training, discusses how it works and how it differs} 


from group therapy and covers its uses and potential and its limitations and 


risks. Offers a check list to help in choosing a group program for self or organization. 


UNEMPLOYMENT COMPENSATION 





10-256 Iel102 .Un665s 1972 
U. S. Manpower Administration. 

Significant provisions of state unemployment insurance laws, January 2, 1972. Wash- 
ington, 1972. Chart. 
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VETERANS 


10-257 
Fendrich, James M. 





The returning black Vietnam-era veteran. Social service review, vol. 46, no. 1, 
March 1972, pp. 60-75. a . 
Study of 199 black Vietnam veterans in Jacksonville, Florida, indicates that the 
black veteran is having difficulty in obtaining employment and supporting himself and 
his family despite a relatively high level of education. Results also show that a 
large minority of the veterans are highly alienated against white institutions and 


values. 


VISUAL AIDS 
10- 258 Ie411 .Au2am 1972-73 
Audiovisual market place; a multimedia guide. New York, R. R. Bowker, 1972. 293 pp. 
Media producers and distributors, film festivals, equipment manufacturers, services 
and organizations, conventions, reference sources, and review media. 


WOMEN- - EMPLOYMENT 





10-259 
Bixby, Lenore E, 
Women and social security in the United States. Social security bulletin, vol. 35, 


no. 9, September 1972, pp. 3-11. x 

"This article sketches the /OASDHI/ program's purposes, evolution, and general 
scope with the emphasis on those provisions that differ or appear to differ in their 
impact on men and women. The benefit status of women as workers and as dependents is 
examined, as well as the relative size of benefit payments, and the extent to which a 
woman's dependents may draw benefits on her record. Attention is then drawn to the 
more controversial provisions, and certain proposed modifications are noted."' Adapted 
from a chapter in Women and Social Security: Five Case Histories, a Social Security 
Administration Research Report being prepared for the Research Conference on Women and 
Social Security to be held in Vienna, Austria, Nov. 2-4, 1972. 





10- 260 


| Jones, Dorothy B, 


The Federal Woman's Award--1972. Civil service journal, vol. 13, no. 1, July-September 
1972, pp. 22-23. 
Brief information about each of the 1972 winners of the Federal Woman's Award. 


10-261 
Landau, Eliot A. and Kermit L. Dunahoo. 3/T 
Sex discrimination in employment: A survey of state and Federal remedies. Drake law 


review, vol. 20, no. 3, June 1971, pp. 417-527. 
Describes provisions of state and Federal laws and regulations against sex discrimina- 
tion in employment and in the pre-employment selection procedures. Examines the impact 


of "bona fide occupational qualification" on various aspects of the work environment, and 
uses recent court decisions to illustrate interpretations of laws and regulations. Federal 


guidelines and court decisions concerning working conditions such as retirement age, 
leaves of absence, fringe benefits, and pay are discussed as well as the impact of the 
Equal Pay Act on job analysis. 








WOMEN- - EMPLOYMENT (Cont 'd) 

10- 262 

Mier, Elchanan l. 
Relationship between intrinsic needs and women's persistence at work. Journal of 
applied psychology, vol. 56, no. 4, August 1972, pp. 293-296. 

"This study is concerned with predicting women's persistence at work on the basis 

of the needs determining their occupational choice. The Ss for the examination in- 
cluded 288 women dentists, 31 registered nurses, 20 policewomen, 30 social workers, and 
35 youth counselors in Israel. ... All correlations between job persistence and in- 
trinsic needs were positive. Correlations between extrinsic needs and job persistence 
were either positive or negative." 





10-263 

O'Grady, Jane. 
Child care: a growing problem. American federationist, vol. 79, no. 8, August 1972, 
pp. 16-23. 

Believes that child care services provided by unions, industry, and government 
agencies will not be adequate in quantity or quality until a national commitment is 
made to a comprehensive system of developmental child care services. Reviews pre- 
vious legislative proposals in this area, and summarizes -basic provisions of the Com- 
prehensive Headstart, Child Development and Family Services Act of 1972 which is presently 
under consideration. Includes description of the organization and activities of the 
Chicago child care center operated by the Amalgamated Clothing Workers of America. 


10- 264 
Petersen, Gary G. and Linda Bryant. 
Eliminating sex discrimination--who must act? Personnel journal, vol. 51, no. 8, 
August 1972, pp. 587-591. 
Women themselves, employers, Federal and state agencies--all must act if dis- 
crimination against women employees is to end. Some steps to be taken are suggested. 


10- 265 

Rand, Lorraine M. and Anna L, Miller. 
A developmental cross-sectioning of women's careers and marriage attitudes and life 
plans. Journal of vocational behavior, vol. 2, no. 3, July 1972, pp. 317-331. 

Reports on a study of the attitudes and plans of girls in junior high, high 

school and college with respect to education, marriage, occupation and "life plans." 
Most of the participants expected to combine marriage and work; most chose typically 
feminine occupations. 


10- 266 1e154 .Sch9s 
Schwartz, Eleanor B. 
The sex barrier in business. Atlanta, Georgia State University, School of Business 
Administration, Bureau of Business and Economic Research, 1971. 116 pp. 
Dr. Schwartz reviews women's role pre- and post-Civil War and shows how the Civil 
Rights Act of 1964 affected them. This is followed by the results of a survey of 
900 business executives as to extent and kind of management positions in which women 
may be found and attitudes regarding them. Conclusions and recommendations are in- 
cluded. 
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WOMEN-- EMPLOYMENT (Cont'd) 








10- 267 
U.S. President, 1969- (Richard M. Nixon) 


Advisory Committee on the Economic Role of Women. Weekly compilation of Presidential 
documents, vol. 8, no. 39, September 25, 1972, p. 1412. 

Statement on the establishment of the Committee to Advise the Council of Economic 
Advisers, September 21, 1972. 


10- 268 Tech. Rpts. 
Walsh, Ethel B, 
The role of government in the attainment of equal opportunity for women in universi- 
ties. Bethesda, Md., Leasco Information Products, 1971. 36 pp. (ED-058-831) 
“Historically, institutions of higher learning have been regarded as the standard 
bearers of high moral, ethical, and democratic conduct. Now, however, it appears that 
colleges and universities are participating in a pattern of sex discrimination in 
both admission and employment procedures. This discrimination has reached the point 
that federal intervention is a necessity. This paper cites general and specific cases 
of this type, and gives examples of active and pending legislation created for the 
attainment of equal opportunity for women in universities." 
Paper presented at 138th meeting of American Association for the Advancement of 
Science. 


10-269 

Wolkon, Kenneth A. 
Pioneer vs. traditional: two distinct vocational patterns of college alumnae. Journal 
of vocational behavior, vol. 2, no. 3, July 1972, pp. 275-282. 

"The standard approach to women's occupational patterns (Career vs. Homemaking) was 
refined into a trichotomous approach by dividing the Career group into Pioneer and 
Traditional subgroups. Using college alumnae, evidence was gathered to support this 
refined treatment of the Career group as two very distinct subgroups in terms of desire 
to work and work values." 


YOUTH 


10-270 
Chalofsky, Neal E. 
Experience may not be the best teacher. Training and development journal, vol. 26, 
no. 8, August 1972, pp. 22-26. 
Discusses the role of youth today and their effect on society. The author 
points out that trainers can be "change agents," and he suggests ways the trainers can 
help the individual attain his/her goal. 


10-271 Tech. Rpts. 

Rogers, David J. and Charles Silverstein. 
Coaching in a manpower project; based on the experiences of the JOBS NOW Project. 
Chicago, Young Men's Christian Association of Metropolitan Chicago, 1971. 118 pp. 

"This is a report of the 3rd and final year of the JOBS NOW Project conducted by the 

YMCA of Metropolitan Chicago. The report describes the experiences of JOBS NOW in 
working with disadvantaged youth, in providing strong personal support during the 
difficult and impersonal process of job-hunting and work adjustment." 

Prepared under contract with U. S, Manpower Administration. 
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